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PREFACE 
Oil Sector is a catalyst for economic development. Economies across the world are 
passing through turbulent times. It is a challenge for Governments, policy makers, 
businesses and for consumers. The adverse impact of these developments is 
continuing to be felt across the globe and the pain is expected to continue for some 
more time. The jump in crude oil prices has been quite sharp especially since the 
beginning of the year 2008 although it has shown signs of easing after crossing the 
USD 147 per barrel mark in July and currently hovering around USD 40 per barrel. 
With its economy getting integrated with the world economy, India has not remained 
immune to these adverse developments. The year 2007-08 has seen the Gross 
Domestic Product grow by 9% over the previous year. Correspondingly, there has 
been a robust growth of 7% in the consumption of petroleum products. With the 
country's energy needs growing at a rapid pace, companies in the oil and gas 
business will have a major role to play. The demand for petroleum products is 
expected to remain strong despite the rising global prices. There would therefore, be 
ample growth opportunities for the oil companies. The high rate of crude oil has 
generated cash surpluses with Exploration and Production (E&P) companies. This 
combined effect of cash surpluses and demand has resulted in more investment in oil 
sector thereby needing more people in this sector. This situation has necessitated 
higher focus on talent management in oil sector. 
The Indian economy in general and the public sector oil companies in particular are 
grappling with major challenges. The global economic scenario clearly indicates that 
tough times will continue for some time. The technology intensive hydrocarbon 
industry requires a committed, talented and skilled workforce. Talented employees 
are the key differentiators in performance of an organization. For staying 
competitive in the local, national and even international markets, the right talent has 
to be at the helm of business activities in oil PSUs. This core group of employees 
with superior business competencies is the back bone of oil companies. Hence 
management of talent plays an important role in creating organizational capability 
\1 
that creates and sustains competitive advantage. This organizational capability 
translates into customer value through products or services 
Before the opening up of the sector, since the industry was completely in the hands 
of the public sector, talent was also available only with them. The PSUs, in addition 
to meeting their own requirement of talent for higher level of activities, became the 
source for supplying talent to private sector and the MNCs. The Indian oil PSUs are 
nurseries for developing and nurturing talent. This capability need to be utilized for 
growth of these organizations. PSUs have a culture to build rather than buy talent. 
This culture need to be strengthened through proper work environment and 
compensation. Though turnover is a fact of corporate world, but blindly ignoring the 
reasons for turnover can be foolish and expensive. Oil sector PSUs in India are also 
affected by this problem of loosing talented employees. Due to, over government 
intervention and controls, oil PSUs have their own conflict and contradiction in term 
of product prices, and pay & compensations. Each company in the oil sector is 
facing unique talent management challenge depending upon long-term 
organizational plans leading to specific strategies. The sector as a whole will face 
challenges in area of talent management. A sound talent management system (TMS) 
is crucial for attracting, developing and retaining talent for sustained growth of the 
organizations. 011 companies are grappling with problem of employee turnover as 
far as talented, efficient and effective executives are concerned. It is well accepted 
fact that oil PSUs needs talented people in order to succeed in the current uncertain 
and competitive market. Hence a need is felt to have a deep insight into the issues 
and challenges faced by these oil companies in executive talent management. They 
need to develop appropriate plans and processes for providing the next generation of 
industry leaders. 
Through this study an attempt has been made to bring out the possible ranges of 
approaches in managing talent across the Oil PSUs ,%,ith specific focus on 
frameworks, tools and processes that could be easily adapted and applied in these 
organizations for talent management. This study also discusses issues related to 
availability of quality manpower for recruitment, and how this scarcity of talent at 
entry level can be tackled. An effort has been made to identify and analyze the 
vu 
dimensions of talent management system in order to suggest improvement across 
these dimensions and their attributes for oil sector PSUs. 
For a logical and sequential flow of the study from introduction to conclusion, it has 
been organized in to six chapters. 
The first chapter is on conceptual formulation of Talent Management System. The 
ideas in this chapter have been crystallized on drawing upon the conceptual 
contribution of management thinkers. Also talent management definition, concepts, 
importance. challenges and various approaches along with management 
development and related interventions have been described. 
The second chapter presents environment scan of oil industry covering history of 
petroleum in India and abroad including profiles of oil PSUs. Present economic 
scenario, current trends, including opportunities and challenges faced by oil sector 
PSUs in the field of executive talent management. This was deemed necessary in 
order to inform the audience about the unique nature of oil sector in India and 
impact of globalization on it. 
The third chapter deals with review of the literature in the area of talent 
management covering various surveys and studies, carried out in India and other 
countries. The review of literature also covers studies in related areas as well, that 
have some direct implications for the current study. 
The fourth chapter includes problem statement, need for the study in the context of 
oil PSUs, research objectives, and hypotheses framed for the study. Research 
methods, techniques, and procedures to carry out the research are also discussed. 
instrument developed to measure perceived status of TMS in oil PSUs are explained 
in detail. it concludes with the limitations of this research study. 
The ff h chapter covers result and discussions based on primary data analysis and 
interpretation of secondary data. Primary data collected from questionnaires survey 
and interviews. This chapter also includes focus group discussions and SWOT 
analysis of oil sector PSUs in respect of talent management system. 
viii 
The sixth chapter presents the research findings and key action plans for 
improvement of TMS in oil sector PSUs. It further brings out the study's 
contribution to knowledge in areas of talent management for public sector oil 
industry in India. It also provides details on managerial implications of the study. 
The seventh chapter then concludes by highlighting the outcomes of the study, and 
identifying scope for further research. 
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Chapter-1 Talent Management —Conceptual Foundations 
1.0 Introduction 
Talent management is conscious, deliberate approach to attract, develop and retain 
best people with the aptitude and abilities to meet current and future needs of the 
organization. In other words it is a system of identification, development, and 
retention of the required number, type. and quality of employees that will most 
effectively fulfill the company's business requirements (Mills, 2009; Berger, 2004). 
Executive talent is also described as a combination of a sharp strategic mind, 
leadership ability, emotional maturity, communication skills, ability to attract and 
inspire other talented people, entrepreneurial instincts, functional skills, and the 
ability to deliver results (Michaels, Handfield & Axelrod, 2001). These executives 
demonstrate superior accomplishment, inspire others to higher achievement. This 
talent when fully leveraged through the appropriate rewards and performance 
management system results in the growth and success of the organization (Potts & 
Sykes, 1993). 
A right combination of reward and recognition elements ensures that talented 
executives remain committed to the organization. A balanced mix of traditional, 
quantifiable elements, such as competitive salary and benefits, as well as more 
intangible rewards like learning and development opportunities are essential to 
motivate, engage and retain talent. Careful investment in these employees is required, 
based on their current and projected contributions to the organization. With greater 
number of companies competing for a dwindling talent, one can hardly afford to lose 
their existing talent (Berger, 2004). 
A good long-range human resource plan is crucial for talent management system. This 
helps in quantification of management resource requirement and identification of the 
areas of short fall. It is basically the process of anticipating need for human capital 
and then setting out a plan to meet it (Cappelli, 2008). This way it facilitates strategic 
planning of successors throughout the entire organization for critical roles (Moylan, 
2009). Hence it is an ongoing process that requires fact-based decision-making to 
develop the right talent for the right jobs Implementing enterprise wide talent 
management necessitates the integration of new and existing processes, content and 
technology (Sellers, 1991). 
1.1 Importance 
It is widely accepted fact that individual's knowledge affects company's knowledge, 
which in turn affects company performance (Jambur, 2009). Hence the importance of 
talent management is being increasingly realized both in industrial and non- industrial 
organizations. This realization has come because of increasing complexity of task. 
Most critical problem viewed today is getting the competent and relevant executives 
and retaining them. Also it is important to keep up their motivation and morale, and 
helping them to grow continuously for their best contribution to the organization 
(Pareek, 2003). 
Talented employees are the key differentiators in performance of an organization. For 
staying competitive in the local, national and even international markets, the right 
talent must be at the helm of business activities. This core group of employees with 
superior business competencies is the back bone of the company. Hence management 
of talent plays an important role in creating organizational capability that creates and 
sustains competitive advantage. This organizational capability translates into 
customer value through products or services. In present competitive environment 
change is very fast, any competitive edge gained by the introduction of new processes 
or technology can be short-lived if competitors adopt the same technology but to 
implement change, their executives must have the same or better skills and abilities. 
Talent management is increasingly recognized as one of the most important function 
to manage company profits. An organization's performance and lack of performance 
can be directly traced to the quality and quantity of executive talent. The cost of 
having to replace them, just in terms of time and money can be staggering. Their 
departure disrupts the culture and momentum of the organization (Berger, 2004). 
Hence it is important to keep continuous focus on executive talent, since it impacts 
organizations' capacity to grow (Ready & Conger, 2007). 
2 
1.2 Challenge 
The oil industry has always been cyclical in nature. In the period from 1998 to 2005, 
oil industry as a whole was affected and at least 20 percent of manpower was 
downsized (Sharma, 2009a). Companies curtailed recruitment and reduced focus on 
talent development. This completed career minded students to stop applying for job in 
oil industry. Also this was the period when ITEs, consultancy services and financial 
sector was booming. 
Many of the young students passing out from colleges have the perception that PSUs 
are the places, where efficiency does not count, and there is a laid-back attitude. 
Quick rise to top is also inhibited by the long hierarchy of grades. This discourages 
them from applying for a job in PSUs (Pillai, 2009'. On the other hand the private 
sector drew upon the experienced PSUs talent, instead of developing their own talent 
pool, by offering higher salaries. This has created a challenge for national oil 
companies, as how to fill this talent gap at middle and senior level management 
(Gupta, 2009; Banerjee; 2009). 
Apart from demanding, the prospective employees are increasingly discerning and 
most importantly, in short supply. There are too many jobs chasing too few candidates 
and this imbalance is only likely to become more acute in the years to come (barring 
this temporary phase). It is observed that there are not enough right people in place to 
fill a gap when it appears. Demography is affecting the availability of talent. Most of 
the developed countries particularly America, Japan and Germany are faced with 
aging populations. This demographic shift and changing business conditions have 
combined to produce serious talent shortage. In the global context, India is better 
placed since just 7% Indians are above the age of 60 and in the next 25 years this 
proportion will increase to 12 percent only. India will continue to be young but here 
the challenge is to find right quality people and getting them to work productively 
(Ready, et al, 2007). As per Drucker (2002), the main challenge for top quality 
organizations is to find and hire people high in potential and performance, who can 
also personify the organization's value creating competencies. It is a very difficult to 
succeed without them. 
3 
'Talented executives may consider seeking alternative employment if they are unhappy 
in their present circumstances. Most talented employees are increasingly more loyal to 
their own careers, not to their employer. They would go where the best job 
opportunities are and have best chances for training and development (Madhu, 2007). 
Due to availability of information on the Internet, employees are able to identify the 
job opportunities easily. Some of the employees would always be ready, willing an.i 
able to change jobs, in order to develop new skills, to advance their careers or seize 
more lucrative employment opportunities (Nanette, 2005). There is tremendous 
competition among headhunters to find the best corporate talent for their 
organizations. Significant HR challenge is to attract and deploy, the right skills, in the 
right place, at the right time (Potts, et.al, 1993). 
The talent shortage is particularly a challenge for oil and gas companies due to 
increased energy demand and depleting talent. With highly fluctuating oil prices from 
$140 in July 08 to $40 in December 20, 08 a barrel in the open market, oil and gas 
companies are operating in an extremely dynamic and uncertain business 
environment. As easy availability of oil is no more there, Oil companies have no 
option but to explore the remote and difficult areas that hold most of the world's 
untapped supply. This unattractiveness of locations is a hurdle in attracting best talent. 
Also because of comfort and opportunities in latest fields of technology, fewer 
engineers are interested in joining petroleum sector. This is a big challenge for talent 
management in the oil industry. 
1.3 Approach 
Talent management system which works best for organizations depend on the 
dynamics of the industry and it also depend on the level of management at which 
efforts are focused. 1-fence organizations need different talent management approaches 
to suit their employees at various levels in the organization. In order to manage talent, 
companies undertake a strategic analysis of their current HR processes to ensure that a 
coordinated and performance oriented approach is adopted. Organizations adopting a 
talent management system will require focusing, on co-coordinating and integrating 
HR processes of recruitment, retention, employee development, gainful deployment, 
performance management and workforce planning. HR is to partner with management 
to effectively develop, deploy, and retain exceptional talent, by ensuring that high 
4 
performers are rewarded in a significantly different manner than their average 
counterparts. Also to ensure that practices and programs to help in creating a work 
environment where employees are excited, challenged, and fully engaged in their 
work (Potts, et.al, 1993).. 
A new approach to talent management is similar to supply-chain management model 
of operations that takes in to account the great uncertainty raced by business. It is by 
comparing talent management issues with just in time manufacturing, demand 
forecast, inventory management, and low cost sourcing, concepts of supply chain 
management. The issues and challenges in managing internal talent pipeline i.e. how 
the employee move through development jobs and experiences - are similar to how 
products move through a supply chain; reducing bottlenecks, speeding up the 
processing time and improving forecasts to avoid mismatches (Cappelli, 2008). 
Overall approach for managing executive talent in any organization is to attract and 
select the right talent, develop and retain the right talent, promote the right talent, 
further develop the right talent, and downsize without losing needed talent. 
1.4 Process 
Talent Management process is defined as a management system, to build a pool of 
high talent people, capable of supporting an organization's current and future 
businesses, by attracting, developing and retaining them. From individual's 
perspective it addresses motives, personal goals, experience, potential, and 
development needs. A well-integrated process involves a series of HR support 
activities as well as the decision-making by line management. An important goal is to 
achieve the growth of an individual to his or her highest potential. The basic blocks of 
talent management processes are described below. 
Fig-I Basic blocks of Talent Management- A 3 step process. 
Attracting 
	
selecting 
	
Talent 
Managevmnl 
Development n.uem 
Retaining 
Source; Researcher's distillation 
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1.5 Attraction and Selection 
Attracting and selecting the best talent as per business need, is the first step in 
ensuring the success of an organization. A good work place attracts and motivates 
quality employees. An effective recruitment strategy is an outcome of a business 
strategy. HR and its policies need to be supported by the right norms and attributes to 
make the right manpower selection. Customization and recognition of the 
requirements of the organization matter the most (Satyanarayan, 2009). Range of 
attraction techniques used for encouraging jobseekers are traditional print advertising, 
online advertising, seminars and event programs. Before applying prospective 
candidates also consider investment by the employer in one's development for 
increasing competencies, opportunities for challenging and meaningful work, 
appreciation and recognition of contributions, involvement in decisions making and 
control over resources commensurate with role. Further, confidence in the leadership, 
mission, and importance of the organization in one's community, and the pride that 
accrues being part of a winning organization attracts the talent. It can be said that 
company's brand, strategic vision, visible and fair reward system, career development 
opportunities, quality of life and market competitive compensations attracts the talent 
towards the organization. 
1.5.1 Company Branding 
Creating corporate image of a most desirable work environment through branding is 
the `ideal' mean for attracting and retaining talent. An employer brand is the 
perception that organization creates in the minds of current employees and 
prospective jobseekers (Sartain, 2004). An effective employer branding strategy 
encompasses a wide range of HR elements such as reward and recognition, internal 
communication, goal setting, work practices, career development, working 
environment, values and ethics of the organization. Developing an employer brand by 
building key relationships across the recruitment market helps to project the 
organization in attracting talent. For companies to stay competitive, comparable 
marketing and branding practices used for marketing of products for services need to 
be applied to recruitment and retention programs (Berger, 2004). It also includes 
public image of the organization's culture that induces the best potential candidates to 
apply for positions while allowing the company to retain its talent. In case of PSUs 
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operational autonomy, fixing accountability and transparency can further help in 
building the brand (Banerjee, 2009). 
1.5.2 Organization's Strategic Vision 
Vision and mission are the two important anchors of an organization as they give 
focus and sense of direction. In the long term, the effective management of people has 
to take place with in context of vision and mission of the company. Vision has to be 
noble, clear, and ought to be shared by all the participants. An organization committed 
to its mission and vision captures the heart and soul of its work force. Vision based 
careful planning and implementation of business strategy lays the foundation for an 
organization in attracting talented people. Critical synergies exist between talent 
management strategy and business strategy. The consistent successes over a period of 
time attract good people, who want to be part of a winning team with future. Clear 
communication of vision to employees contributes to higher retention, better 
productivity and a more profitable engagement all round (Sellers, 1991). 
1.5.3 Inspiring Leadership 
Human leads organizations and their actions can make or mar the organization. One 
of the single most critical determinants of any company's future is the depth and 
quality of its leadership (Hazarika, 2009). Quality of leadership means, their vision, 
character and charisma that attracts talent to join the organization (Piramal & 
Netarwala, 2005). A strong leadership brand attracts best leadership talent - without 
paying a premium. 
1.5.4 Visible and fair reward system 
Fairness in reward and compensation system attracts and influence talent to join and 
continue with an organization. In addition to salary and other forms of secured 
compensation; variable pay, share in the success of achievements, a stake in long-term 
growth and future of the organization through equity participation, better career 
opportunities and perceived job security attracts the best talent. It is observed that 
generally factors that attract people to join an organization are some what different 
from the factors that keep them there. It is clear that tangible rewards—like pay and 
benefits-often attract them to join an organization, while the intangible rewards 
encourage them to stay. 
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Table: I.1 - Top five factors that attract and retain employees 
in 	 Stay 
Competitive 	base 	pay 	and 	health Developingthe skills of employees 
benefits 
Opportunities for advancement Understanding the unique needs of high 
performers 
W ork!bfe balance Competitive base pay 
Competitive 	retirement 	benefits Aligning 	HK 	programs 	to 	meet 	the 
acka e business object cs 
Recognition for work Clarifying what the company expects and 
what employees can expect in return 
zo urce: lower rem!' rccpon ewi 
1.5.5 Selection 
Right kind of selection process is a vital step towards building a skilled and 
competitive workforce. Executive selection and assessment will led to significant 
outcomes for organizations in term of increased performance, decreased turnover, 
lesser absenteeism, increased sales and reduced costs (Mills, 2009). 	Japanese 
companies take much great care in selecting employees. Their principal objective is to 
hire employees who would stay committed to the company for the long term. Future-
potential and learning abilities are considered far more important than entry level 
skills. They invest heavily in training to impart needed skills (Fucini, 1990). 
Management development can succeed only with the selection of the right talent. 
Candidates are to be considered on the basis of their potential for long careers and not 
just for entry level jobs. Successful recruitment is critical in developing a pool of 
future team leaders, who can ensure organization's success. Selecting new employee 
is the most critical purchasing decision an organization can make. The biggest cause 
of turnover is weak employee selection (Fisher, 2004), 
It is found that recruiting is a field where managers and recruiters tend to react to 
events as opposed to forecasting and planning ahead for them, resulting in poor 
selections. For improved selection; increased emphasis on assessment, internet 
networking, workforce planning and focus on internal redeployment is required. 
Attention is also required on sources such as employee referrals, professional 
referrals, professional events and internet searches. 
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1.6 Development 
The second most important step in talent management process is the development and 
nourishment of the talent that has joined the organization. Executive talent is grown 
over a period of many years. the nurturing and developmental experiences are 
necessary to equip individuals to master the ultimate executive responsibilities. It is 
therefore essential for each corporation to have a system to g-ow its own executives 
(Tom & Arnold, 1993). Career development opportunities were rated even above 
higher pay, as the reason for the employees to stay. Another argument for an internal 
management development system is that the growth of executives talent takes long 
time with variety of experiences and training. It is not logical to assume that good 
talent can be hired away from other companies then no one is going to develop that 
talent. The primary person involved with management development is the CEO. 
Managers at middle and lower levels also have a responsibility for developing talent. 
Line managers stand to gain by developing people to their highest potential. A 
manager, who spends more energy on the growth and development of his 
subordinates, than furtherance of his own career, is highly regarded by the employees 
(Mahler & Gaines, 1983). 
It is also important to share the specifics of talent development system with existing & 
potential employees. Employees and candidates for employment should know that 
there is system for internal growth and development and this process is continuous, 
ongoing and regular. "Best practices" firms such as GE have formal policy designed 
to support sound development practices (Kotter, 1988). An effective development 
strategy helps to retain staff as well as maximizing their inherent talent. It is no longer 
enough to recruit the best available people but as an organization it is equally 
important to nurture this talent to achieve continuous success. 
1.6.1 Management Development 
It is a holistic approach to executive learning that integrates people development with 
the development of the business. There is no time limit for learning. It is not a one 
shot affair but continues throughout an executive's whole professional career. There 
always remains some gap between actual performance and capacity, which provides 
considerable opportunity for improvement. Further development seldom takes place 
in a completely peaceful and relaxed atmosphere. Growth involves strains and 
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stresses. Development also requires a clear cut setting of objectives and goals. 
Participation is essential for growth as well as feedback from superior and 
subordinates. Active learning efforts are needed for development rather than spoon 
feeding (Mamoria & (lankar, 2003). 
It represents a long-term investment in people that an organization wishes to retain. In 
development process, first the training and development needs are identified by 
comparing these requirements with the existing skills and abilities of the employees. 
The training and development needs, having been identified, are then to be planned 
for and delivered. The effectiveness and outcomes of the training is to be evaluated 
against the original training objectives in terms of knowledge, new skills and attitudes 
acquired. Then its impact on job performance and real business improvements is to be 
assessed. Some of the terms used in development of executive talent are described 
below. 
Human capital: The term human capital is recognition that people in organizations 
and businesses are important and essential assets. They contribute to development and 
growth, in a similar way as physical assets such as machines and money. The 
collective attitudes, skills and abilities of people contribute to organizational 
performance and productivity. 
Competency: It is defined as a behavior or set of behaviors that describes excellent 
performance in a particular work context. These characteristics are applied more and 
more by organizations because they provide significant help with key problems such 
as: clarifying workforce standards and expectations, aligning individuals, teams, and 
managers with the organization's business strategies. Competencies help in creating 
empowerment, accountability, and alignment of coach, team member, and employer 
in performance development and compensation decisions. Organizations are using 
competencies in virtually every human resource domain. Competencies are a 
tremendous instrument for codifying the behaviors of organizational leaders A 
competency management strategy is an essential part of human capital management. 
Skills and competency profiles aligned with job responsibilities and integrated with 
performance and learning management provide the window on talent in organizations 
(Madell. 2004). Competency-based hiring, development and performance 
management offer an objective, measurable system for talent management. 
Multi-rater feedback or 3600  feedback: It is a systematic collection of feedback on 
performance of an individual derived from number of stakeholders (Lepsinger, 2004). 
It is a multi-rater feedback that enlists a range of individuals with different 
perspectives (e.g., colleagues, manager, direct reports, and internal and/or e:,temal 
customers) as well as the participant to rate performance against the competency 
behaviors in a profile. The individual's assessment data is then processed and a 
feedback report is generated for that individual. The tool can provide very accurate 
evaluation data when relatively unbiased information is collected. 
Potential assessment: Identification of leadership developmental areas or potential of 
individual's are done through assessment centers. Each corporation has to develop its 
own list of qualities (competencies) to be considered in assessing potential. An 
assessment helps all employees, not just those with the highest potential. It assumes 
that all employees are being given consideration. Psychological assessment is also of 
high value, but it should be used only as another tool, not as a replacement for 
judgment (Tom & Arnold, 1993). Identification of individual training and 
development need through the process of assessment centers is essentially the first 
step in developmental plan for future industry' leaders. 
Performance management: It is a process comprised of steps that include planning, 
managing, evaluating and rewarding performance. The performance appraisal process 
includes goals, expected results, and competencies. It is an ongoing process that 
aligns and integrates the objectives of the organization, business units, teams and 
individuals. Performance evaluation scheme is used to communicate expectations 
about job context and goals of performance (Bruns & Bush, 2002). It is strategic and 
integrated approach for delivering sustained success to organizations by improving 
performance of the people by developing capabilities of teams and individual 
contributors. An effective performance management system aligns individual 
performance with organizations' vision, mission and objectives (American 
compensation association, 1996). Further it can be described as a process for 
establishing shared understanding of what is to be achieved, and approach to 
managing and developing people in shortest time. The fundamental goal of 
performance management is to establish a culture in which individuals and groups 
takes responsibility for continuous improvement in business process and for their own 
skills and contributions. It is basically concerned with performance improvement in 
order to achieve effectiveness i.e. to get the right things done successfully. 
Coaching and Counseling: Coaching is a method which is used in developing 
managerial thinking processes as well as operative skills. In coaching the superior 
plays the role of guide and the instructor (Mamoria & Gankar, 2003). Further it is a 
person to person interaction designed to develop individual knowledge, skills and 
attitudes. It is most effective when takes place informally as part of normal process of 
management or team leadership. Coaching must support company's talent 
management objectives (Park, 2007). Counseling is to encourage people to accept 
much of the responsibility for their own performance and development with some 
guidance from others (Krewson, 2004). 
Work life balance: It is the equilibrium, or maintaining an overall sense of harmony in 
life i.e. the ability to mange simultaneously the multifaceted demands of life. People 
like to work in an environment that is enjoyable rather than serious and strictly 
business like. Companies should be sensitive to the strains that can be caused in 
employees' home life due to continuous long working hours. Work-life balance has 
become the most sought after benefit for the new millennium. Flex schedules, part 
time options, job sharing and telecommuting all offer choices that are becoming 
popular (Berger, 2004). 
Segmentation: It is grouping or categorization of employees in an organization based 
on their performance and potential. For allocating training and development resources 
based on contribution, then a division of the workforce in segments is required so that 
they can be treated differently. Without this, managers would treat all employees as 
equally valuable - regardless of performance. competence, potential, or other 
characteristics that distinguish one employee from another (Gerald & Kochanski, 
2004). It recognizes that organizational resources are scarce and need to be allocated 
most heavily in places that will have the greatest pay-off. Talent management is 
impractical without segmentation. The group of high potential and high performing 
employees is the segment where management to invest more. 
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1.6.2 Developmental Interventions 
After identifying the competency gaps in individual's performance through 
assessment centers, next step is to fill these gaps or developmental needs through 
various structured intervention such as education, training and field exposures. 
Mr. Haider former chairman of ESSO has once quoted regarding the importance of 
talent management. 
"In the life of a corporation, today's success is largely a production of three 
type of executive actions taken yesterday- selecting the right people; placing 
them in right job; and seeing to it that they are able to grow to meet both their 
own needs and those of the company. This activity is not a program in usual 
sense, any more. It has no fixed dimensions, no time table, no cut off points" 
unquote 
Some important developmental interventions (Krewson, 2004) are described below; 
Structured orientation to the organization and role: This is required for any newly 
joined executives in the company. It is critical in the early stages of development that 
companies make goals, expectations, and ethical practices crystal clear. The initial 
orientation experience needs to be both broad and deep. 
Mentoring: It is the initial hand holding process for new recruited to guide them on 
organizational as well as personal matters. Normally a senior executive is assigned to 
young entrants for helping them to integrate with organizations' culture. 
Coaching: It is an on-going developmental strategy. Employees need a succession of 
counselors, teachers, coaches, and guides during the course of a successful career. The 
focused attention, the ability to provide directional guidance, and constructive 
feedback in a confidential relationship serve to accelerate growth and appropriate 
risk-taking. 
Job Rotation: It provides breadth and depth of experience that serves to build solid 
knowledge of an operation or business segment. Rotational development stretches 
performers out of their comfort zones, requiring them to behave in a new and different 
ways. The practice of developing careers through work exposure to many functions, is 
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an area of management development on which the Japanese place great emphasis 
((Irayson, 1988) 
Interim and Emergency assignments: These are sudden and stretched requirements. 
These create circumstances which test innate skills that might not be drawn out in any 
other situation. The experience here is quite different because it is unplanned. 
Task Force Assignment: Participation on a focused problem-solving team or project 
task force assignment is an excellent developmental experience for new and career 
track leaders alike. These assignments appeal strongly to the action orientation and 
need for visibility. This creates an opportunity to observe team dynamics and develop 
facilitation, negotiation, and conflict-resolution skills. 
Executive Programs and External Courses: These are required, when formal internal 
development programs are unavailable. 
Teaching as Learning: External teaching offers the opportunity to increase depth of 
knowledge, and supports a continued development from improving public speaking to 
moving through the chairs of an organization's leadership structure. 
Extracurricular activities: External activities free a professional from the scrutiny 
imposed by organizational leadership, allow for more creativity and risk taking. 
Web-based learning or e-learning: This is the latest tool of development. It opens a 
new well of opportunity for learning and information delivery. E-learning is slowly 
taking hold across business communities large and small. 
Some of the managers need to be exposed to long duration education programs such 
as MBA or technical diplomas to develop broader perspectives of the management, 
economics, finance, new technologies and to understand other environmental issues. 
Senior Managers can be sent abroad for Advanced Management Courses to build 
international perspective. Every learning methodology does not work with every 
individual on a growth track (Zingheim, 2004). The concept of continuous 
improvement and lifetime learning should be applied to all aspects of employee 
development with same fervor as they are to product design, manufacturing, and 
distribution (Toni & Arnold ,l993). 
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Sending talented young managers through executive MBA programs or giving them 
3-5 years assignment in other countries can provide a wealth of learning. But this 
comes at significant time and cost. A quicker more targeted approach is to give them a 
series of shorter stretched assignment that round out their skills. Giving a group of 
high potential a challenging problem to solve is an effective way to speed up their 
learning. It allows them to strengthen cross — organizational relationship and engage 
in the sort of analysis, persuasion, and negotiation essential for their success in the 
senior ranks (Field, 2008). Also it is advisable to create mix teams of high potential 
and experienced senior managers in order to transfer knowledge from one generation 
to other. 
In order to increase the employee's motivation for self-development a skill based 
grading and pay structure could be helpful. Proper incentives for employees acquiring 
higher qualification at their own initiatives should be substantial. Special programs 
arranged for training of union leaders and women employee creates right type of 
motivation, integration and improves developmental environment. 
1.6.3 Succession Management 
For achieving organizational excellence through talent planning and development 
requires adequate attention to succession planning. This would help in remaining 
prepared to meet tragedies, which may strike in the form of plane crash, a heart attack 
or some other tragedies like 9/I 1 or 11/24.  Hence creating bench strength through 
successful succession planning is vital. Human capital management links 
organizational objectives to orkforce planning and employee development 
processes. Putting the right people on job must include people with the right skills, in 
the right role, at the right time (Cyndi Gaudet, 2005). When necessary tools and 
knowledge has been given to line managers for successful talent development 
program, they should put their training in to action, by evaluating talent and 
identifying business critical positions. Also when defined competencies are integrated 
in to the company's hiring, development, assessment, and reward processes, it enables 
the succession planning process to be more effective. 
1.7 Talent- Retention 
The third and resultant step in talent management process is the retention of the talent 
that has been recruited, nurtured and developed for creating return to the organization. 
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It is observed that in all companies, there are triggering events that can impel 
employees to flee (Lawler, 2008). Sometime soon after hiring, when an employee 
realizes that there is a misalignment between his/her expectations, his/her actual work 
and work place, he will leave the company. At times job does not fit, or a boss offers 
insufficient coaching or feedback. Employees might feet that their career 
opportunities are limited or that they are not valued, listened to, or well paid. 
Employees may experience an imbalance between work and life or loss of trust and 
confidence in senior leadership. Most employees are reluctant to talk openly with 
management about any of these so called push factors. 
Improper selection, inadequate training, overworked, poor alignment with personal 
and company goals, and burn out are also some of the factors which induce most 
people to leave their jobs voluntarily. The young generation is different; they are 
impatient, knowledgeable, full of aspiration and high on learning curve. Keeping them 
engaged is a challenge. So companies have to offer them diverse roles and more 
challenging assignment to keep them engaged (Gupta, 2009). 
1.7.1 Factors that Affect 'Turnover 
A number of external factors influence an individual employee for moving from one 
job to another. Perceived ease of movement also influences the likelihood of turnover. 
Table:1.2 - Factors affecting with turnover 
External Factors Attractive pay, perquisites (-) 
Perceived 	availability 	of alternative 
employment 
(+) Personal Factors 
Unemployment rate (-) Satisfaction 	( 	with 	pay, 	work 	itself, 
supervision, co-workers, promotion)  
(-) 
Work Related Factors Learning opportunities 
Overall Job Satisfaction (-I Met expectations (- 
Task Repetitiveness + Number of dependents 
Challenging jobs Education 
Role Clarity (-) Age (-) 
Source: Cotton & Tuttle. in Academy of ,t 	Review. 1986, Vol. 11. 
Few factors like repetitive and meaningless work, roll stress, conflicts with 
coworkers, inadequate compensation, and poor working relationships with superiors 
and unmet expectations create job dissatisfaction and influences one's movement. 
Similarly, inequitable distributions of rewards and benefits, job insecurity, and 
conflicts between work and non-work roles undermine feelings of commitment and 
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lead to turnovers. Even in Japan, people are growing disenchanted with their standard 
of living as commitment to corporation requires major personal sacrifices. Many 
Japanese managers see their lives beset by institutional rigidity, murderous 
competition and, in recent years, rapidly diminishing expectations. Money alone also 
does not motivate to perform, dissatisfaction with money grossly de-motivates. 
Satisfaction with money is, however, mainly a "hygiene factor" (Drucker 2003). 
Employees will be well prepared, willing and capable of outstanding contribution, but 
they need trust, fairness, and respect. (Koikin & Kishimoto, 1988). Other factors that 
affect retention are, when people, don't get integrated, performance goals are unclear, 
development is always tomorrow's job, missing personal touch, reward systems not 
transparent, perceived equity of reward systems is low, poor communication and no 
career planning (Ghosh, 2007). Pay is often a factor in departure decisions but it is 
seldom the primary one. A number of push factors regarding employees' decision to 
leave oil PSUs are pay and compensation, development and growth opportunities, 
locations and nature of job, and work and supervisor related issues (Sharma, 2009). 
1.7.2 Create a conducive Environment for retention 
There is direct correlation between motivation and retention. Motivation is like a fire-
unless you keep adding fuel to it, it dies (Khera, 1998). Through effective 
motivational methods the best talents and hidden capabilities can be nurtured and 
canalized to attain the right objectives and goals of retention (Joseph, 2000). To create 
a strong motivating work environment for the high performers to stay and contribute 
few important factors are (Lawler, 2006), 
• Flexible approach rather than red tapism 
• Responsibility matching with authority 
• Standards i.e. bar is set high but attainable 
• Objective feedback and rewards 
• Clarity in communication of expectations and directions 
• Team commitment i.e. people to feel proud to be part the team; work towards 
same objective and shared team values 
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Aligning goats and Expectations: Aligning organizational goals and individual 
expectation help creating a motivating environment for retaining the talents, important 
elements that must be aligned are to create a clear understanding of the company 
direction and goals, as well as expectations of how individual performance contributes 
to those goals (Canic, 2001). Setting expectation of young talent is very vital. They 
need to be explained how their current assignment would enhance their development 
and build their resumes. Focus on their career would make them feel more valued 
(Resto, 2008). Retaining Gen-Y, employees is proving most challenging as owing to 
their impatient nature, they do riot mind switching career often. They have a strong 
sense of financial reward, value honesty, love recognition, work but not without some 
fun, they ask questions and at times challenge the quid pro quo (Bancerji, 2009). It is 
essential to identify, and reward the high performing employees in a way that 
leverages their needs and desires. 
Facilitating Performance. Provide required training and development support for 
acquiring knowledge and skills to get the job done. Resources in term of people, 
time, materials, and equipment are essential to accomplish the targets. Also sufficient 
authority is needed to take and act on decisions. For facilitating improvement; 
specific, timely and meaningful measurement, to validate, both progress toward goals, 
and success in achieving them. Clear cut policies, procedures and processes supports 
motivation and performance. It is the system that makes a person less effective, 
healthy work environment strengthens people to perform and stay (Sharma, 2009). 
Job Embeddedness : A close fit between the employee, his organization and 
community is termed as job embeddedness. In such a situation there would he a 
greater potential sacrifice for employee to leave the organization. There are collateral 
benefits as well. A company that shares its employees' talents and time with the 
community enjoys good word of mouth publicity. It builds the organization's 
employer brand and creates informal contacts with potential customers (Johnson, 
2007). 
Communication: It is another important talent retaining tool that encourages loyalty. 
Companies those pay attention to employee feedback and take action on the same, 
draw higher loyalty from their employees (Pandey, 2004). Feedback gives a feeling of 
purpose and has a performance enhancing of ect. 
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Appreciation and Recognition: Appreciation and due recognition to right makes 
things better. People need recognition for their efforts to remain motivated (Seth, 
2009). Effective recognition at each milestone reached in a project, presents an 
occasion to celebrate everyone's contribution to the group effort in addition to 
individual contribution. This reinforces the projects' importance, and re-ignites the 
team's commitment to working together creatively and collaboratively in pursuit of 
end goal (DuVernay, 2007). The best managers use recognition to engage their 
people, retain talent and accelerate performance. Effective recognition is frequently 
delivered. It reflects organizational value. It is tailored to individual, and appropriate 
to the achievement. When a team as a whole achieves goals, recognizing its 
accomplishments is important for teams' morale (Gostick & Elton, 2007). It is human 
nature for people to seek appreciation for good work. The more organizations 
recognize accomplishments, the higher the level of employee engagement (Wellins, 
2008). Creating an environment in which both employees and managers are given 
meaningful, challenging, and interesting work, in which every one's efforts are 
recognized and rewarded motivates the executives to stay (Nanette, 2005). To truly 
retain desired performers, from the entry level to the clearly superior, the organization 
needs to create opportunities in which performance is valued and recognized with 
personalized rewards that are meaningful and significant (Zingheim, 2004). Normally 
talented employees' crash and burn faster as they put ever more pressure on their 
subordinates and themselves to drive results. If their achievement drive is not fulfilled 
they leave the organizations (Spreier, 2006). Appreciation, reward and recognition, 
and a fun work environment energize the employee and helps retention (Smith, 2008). 
A star talent's presence, when recognized and reinforced serves as a strong retaining 
tool for the organization 
Money as Motivator: It is important but has its own limitation as a motivator (Gary, 
2004). Money, perks, work place conditions, company policies and administration are 
`hygienic factors' extrinsic to the job itself. Hygienic factor are a necessary but not 
sufficient condition to motivate individual but decreasing hygienic factors would lead 
to dissatisfaction, but once awarded, additional items lose their potential to motivate. 
Job Satisfaction: Employee retention should begin by paying attention to what causes 
low job satisfaction as well as what attracts, retains and motivates workforce. Intrinsic 
motivators such as job enrichment, which responds to employees' abiding need for 
growth and achievement by making their work more challenging and interesting, only 
would motivate (llerzberg, 1968). Further a positive emotional state reflecting 
affective (fondness) attitude or response towards the job situation is an important 
motivator for employee performance. It increases organizational commitment, and 
negatively related to turnover and absenteeism. Employees with high job satisfaction 
are highly motivated and have little desire to leave their jobs. Thus, job satisfaction is 
a key factor for employee motivation. 
Great place to Work: What makes companies a great place to work is the trust 
between employee and manager, the pride in role, work and the work place (Sachdev, 
2004). Good workplaces assume that a firm's growth is due largely to the efforts of 
the people working there (Leveringse, 1988). So these organizations have policies and 
practices that offer people the opportunities to grow with the enterprise. For this 
reason, promotion from within is gospel at virtually all-good work places (Tom & 
Arnold, 1993). Employees should feel pride in what they do, for whom they do it, and 
where they do it. 
Customization of Compensation: Many new employees when perceive that there are 
fewer opportunities ahead of them, therefore, they do not aspire to positions that they 
are less likely to achieve. In addition, employees in dual income families have lower 
career aspirations because of lower financial needs (Hockday, 1987). Such employees 
need different set of motivators. It is imperative to build a culture of customization if 
a company wishes to retain top talent. From a generic statement of the tangible and 
intangible benefits, the company should offer Any Time—Any Place—Customization of 
all employee-centered activities. "One size fits all" approach does not help in 
employee motivation. 
Feedback and Encouragement: A talented employee receiving no encouragement 
from his superior to develop would feel that manager is not interested in his career 
growth and do not value his potential. In such circumstances, at times leaving the 
organization becomes the most sensible option. Regular career developments 
discussions are critical to keeping employees committed and engaged (Field, 2006). 
Provide easily accessible information on career paths and competency requirements. 
Keep employees informed about company's direction and talent needs forecast, so 
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that they remain confident that they have room to grow (Branham, 2005). Provide 
environment for growth and continually enrich their experience. Make workplace 
creative, fun, and rewarding. Help employees forge connections to senior 
management (Ross, 2008). Ensuring employee empowerment while setting clear 
understandable goals can go a long way in limiting attrition (Bapna, 2008). 
Job Sculpting: This is another approach for retaining best people. It is the art of 
matching people to jobs that allow their deeply embedded life interests to be 
expressed. Hiring good people is tough but keeping him or her is even tougher. At 
work happiness often translates into commitment. It keeps people engaged, and it 
keeps them from quitting. Forging a customized career path increases the chance of 
retaining talented people. Retaining existing employees and maximizing their inherent 
talent are critical to the continued success of the organization. 
On-boarding Program: These programs help in enhancing connections between co-
workers and managers. For an effective retention; manage first impressions, connect 
people to the big picture, identify growth and development opportunities, and 
strengthen supervisory relationships. Supervisors also often serve as mentors for their 
employees, helping them understand organizational expectations and develop 
supportive networks. 
Hire and fire mentality is injurious to organizations as well as to individuals. Since the 
greatest source of talent are current employees. It is important to nurture and retain 
this talent bank (Tom& Arnold, 1993). Top talent attracts other high performers to the 
organization. For keeping employees motivated and engaged at work, job must satisfy 
need for achievement that is to feel proud about the job, accomplishments and 
employer, need for Equity i.e. respect, fair treatment and job security, and need for 
Camaraderie i.e. productive and supportive relationships with colleagues. Stars see a 
reason to stay only when their career plans are in place, they are allowed to dream big, 
break ree trom their current positions, and conjure visions of the work they had love 
to be doing (Field, 2008). 
A star talent can improve employee morale, heighten the level of employee 
motivation and engagement, and raise the performance standards in a particular 
group. Areas those need attention for improving retention are positive work 
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environment, hiring the best and avoiding the rest, providing learning opportunities, 
appreciation, measuring attitude of workforce and focus on individuals as well as on 
the family. 
The ideas in this chapter have been crystallized drawing upon the conceptual 
contribution of management thinkers. Also talent management concepts, its 
importance, challenges and various approaches along with management development 
and related interventions have been described. The next chapter will cover the 
environment scan and history of growth of oil industry in India including 
opportunities and challenges faced by oil sector PSUs in the field of executive talent 
management. 
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Chapter-2 Oil Industry Growth and Challenges Air En►'irottntent scait 
2.0 Introduction: history of Petroleum 
In this chapter history and growth of petroleum industry in India and world over is 
covered. Petroleum is derived from Latin Petra - rock and oleum — oil. It first came up 
in wells drilled for salt. People found it useful as illuminating oil and the demand for it 
steadily increased. Samuel Kier, a Pittsburgh druggist, bottled and marketed petroleum 
as medicinal cure. To market as a deodorised variant, he designed the first primitive 
refinery in 1852, which was a huge improvised kettle, connected to a metal tank. 
'Colonel' Edwin Drake and 'Uncle' Billy Smith drilled a well with the specific objective 
of finding oil, and on 27th August 1859, they "struck oil" at Titusvale, in North 
Western Pennsylvania, USA, at a depth of 69.5 ft. The 1860s saw vast industrial 
development and lot of petroleum refineries then came up. 
2.0.1 Indiian Scenario 
In Indian sub-continent important player was the Burmah Oil Company. It was 
incorporated in Scotland in 1866. Then Rangoon Oil Company, was formed in 1871 to 
refine crude oil produced from primitive hand dug wells in upper Burma. The search 
for oil in India began in 1886, when Mr. Goodenough of McKillop Stewart Company 
drilled a well near Jaypore in upper Assam and struck oil. In 1889, the Assam Railway 
and Trading Company (ARTC) struck oil at Digboi, marking the beginning of oil 
production in India. 
At the time of independence, international oil companies controlled the industry. With a 
view to speed up the process of industrialization and reduce dependence on foreign 
companies, Government of India, through the Industrial Policy resolution of 1956, 
decided for the state to assume dominant or exclusive role through expansion of public 
sector companies and building up of a large and growing corporate sector. It laid the 
foundation stone of the national oil industry. The resolution stated — 
Oil is of vast importance in the world today. A country that does not produce its own 
oil is in a weak position. From the point of view of defence, the absence of oil is a fatal 
titweakne.c.s ". 
.4 
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In order to promote the state participation in the Oil sector, Oil & Natural Gas 
Commission (ONGC) was set up in August 1956 through an act of Parliament for 
planning, promoting and implementing programs for oil exploration and drilling 
throughout the country. In 1958, Indian Refineries Limited was formed for refining and 
production of petroleum products. Indian Oil Company was formed in 1959 for 
mark' ting and distribution of petroleum products. Through the merger of Indian 
Refineries Limited and Indian Oil Company, Indian Oil Corporation Limited was 
formed on 1st September 1964. Oil sector had a phenomenal rise in India, with birth of 
Indian Oil Corporation (IOC) in 1964. The strong hold of multinationals such as ESSO, 
Burmah Shell, Kosan, Caltex etc was loosened with total nationalization of all the oil 
companies in India in 1976. This leads to the birth of Bharat Petroleum (BPCL) and 
Hindustan Petroleum (HPCL). This way India created four major public sector oil 
companies namely; ONGC, IOC, BPCL and HPCL. There were other small companies 
such as Oil India Ltd, Madras Refineries Ltd (CPCL), Kochi Refinery and Indo-
Burmah Petroleum etc. As part of reorganization of oil sector CPCL, Jndo-Burmah and 
BRPL have been merged with IOC and Kochi refinery with BPCL. A new entity GAIL 
authority of India Limited was created in 1984 to deal in emerging business of Natural 
gas. 
Government of India initiated liberalization, privatization and globalization process in 
early nineties and taken various decisions on economic and fiscal reforms. This resulted 
in entry of multinationals and private companies in petroleum sector in a big way, 
which was earlier an exclusive domain of public sector. Prominent among these are 
Reliance industry, Essar Oil, British Gas, Cairn Energy, Nieko sources and British 
Petroleum. With the liberalization of economy from 1991 onwards, this sector has seen 
major changes from 1998 onwards. Indian Government has deregulated petroleum 
prices in April 2002 and has phased out the oil pool account and the Administered 
Pricing Mechanism (APM), which was subsidizing the consumption in an attempt to 
smooth out price fluctuations. An Oil and Gas regulating authority has been established 
in 2005 to oversee the industry and to ensure fair competition. This will help in moving 
towards market determined pricing mechanism. At the macro level, India's Oil Public 
sector units are now subjected to dynamic pressures of open market economy. The 
customers are very demanding, they insist on getting value for their money. 
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2.1 Recent Economic Developments 
Economies across the world are passing through turbulent times. The rising prices of oil 
and other commodities, the ongoing crisis in the financial markets, and the inflationary 
pressures are all contributing to this situation. It is a challenge for Governments, policy 
makers, businesses and for consumers. The adverse impact of these developments is 
continuing to be felt across the globe. The world economy had been quite buoyant till 
the subprime crisis that impacted major financial institutions across the world. This was 
accompanied by the slowing down of the American economy. Simultaneously, oil 
prices in the international market have remained volatile. The jump in crude oil prices 
has been quite sharp especially in the beginning to middle of the year 2008, though it 
has eased out after crossing the USD 147 per barrel mark in July 08 and currently 
hovering around USD 40 per barrel. With its economy getting integrated with the world 
economy, India has not remained immune to these negative developments. Although 
the Indian growth story is expected to continue, there are reasons to be cautious in the 
days to come. As per the statistics released by the Government of India, the Gross 
Domestic Product (GDP) is estimated to have grown by 9.0% in 2007-08.The revised 
GDP growth is expected to be around 7%. 
The inflationary pressures impacting the Indian economy have grown stronger in line 
with witnessed across the globe. The inflation rate after touching 13% for the Sept-Oct, 
2008 was th. highest in the last 16 years but has come down to 3.69% in Feb.09. The 
Reserve Bank of India was dealing with the scenario of rising prices by way of 
interventions in the form of hike in interest rates, cash reserve ratio etc. Consequently, 
the yields has been rising in the debt markets, which increased the borrowing costs of 
corporate, thereby adversely affecting corporate performance. On fear of recession in 
international market and its adverse impact on Indian economy the CRR and Repo rate 
is being reduced in stages to create a balance between growth and inflation. In order to 
save jobs and to help industry to recover, Cenvat has been reduced by 4% and various 
sector specific rebates are being given. On the foreign exchange front, the rupee which 
had been gaining strength against the US Dollar has declined from Rs. 39.50 levels to 
the current level of around Rs. 48-50.The Indian capital markets, which had witnessed a 
sustained period of upward movement in the share prices; saw the trend changing from 
the beginning of the calendar year 2008. Sensex has fallen from 21000 in January 08 to 
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8500 mark in November 08. Key market indices have seen a sharp reversal as a 
reaction to the subprime crisis, failure of investment banks in US, rising commodity 
prices and signs of economic slowdown across different countries. Foreign Institutional 
Investors, who had invested heavily in the Indian market, have significantly reduced 
their holdings. There is a total uncertainty in financial markets. 
2.2 Trends in the Oil & Gas Sector 
Since 1982 due to low oil prices top 25 oil companies in the industry have shed more 
than one million employees. Those that have stayed back are now rapidly approaching 
retirement age. According to U.S. Bureau of labor statistics, more than 25 percent of 
the working population would reach retirement age by 2010. The retirement of these 
older professionals added by the lack of students to pull from institutions would cause 
serious talent shortage in oil industry world over. According to National Petroleum 
Council Study (1999) undergraduate petroleum engineering and geosciences degree 
programs has declined by 77 percent and 66 percent respectively, between 1985 and 
1998 (Sharma, 2009a). 
The global demand for oil has start decreasing despite demand in countries like China, 
and India. The International Energy Agency (IEA) expects demand from China to grow 
by 5.6% in 2008 as compared to 8% in 2007 and roughly by the same rate in 2009. The 
global demand for oil is expected to be of the order of 87.7 million barrels per day in 
2009 as compared to the 86.9 million barrels forecast for 2008. While high prices 
earlier have led to demand contraction in the advanced economies but demand has 
continued to grow in other parts of the world. Geo-political factors have also impacted 
oil production. However now by November 08, it is evident that there is a recession in 
all developed economies viz US, EU and Japan. The GDP growth is likely to go down 
in developing countries including India and China. 
The prices of petroleum products in the international market have moved in tandem 
with the crude oil prices. The rising prices in the oil markets have made countries look 
at alternatives to meet the demand for energy. Notwithstanding the adverse implications 
on the environment, countries have been looking at Coal to Liquid (CTL) technologies. 
Biofuels have been an area attracting attention, although the debate on their impact on 
global food security continues. 
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2.2.1 Current Scenario: Indian Petroleum Sector 
While de-regulation started from 1991 onwards, major changes in the policy measures 
were effected from 1997-98 onwards, leading to announcement of New Exploration 
Licensing Policy-I (NELP-1) and FDl q> 100% equity in refining sector etc. The 
success of NELP-I led to launch of further NELPs, the last being NELP-Vll and 
consequent increased investment in the E&P activities. Deregulation of :he refining 
sector and growth of the economy led to expansion of refining capacity and 
consumption of petroleum products. The sudden expansion in both the upstream as well 
as downstream sectors required increased supply of talent, which has not kept pace with 
the developments in the petroleum sector. 
Table: 2.1- Growth indicators: Petroleum Sector in India 
S No Indicator Unit At independence/ 1950-51 2007-08 
1 • Population Million 359 1138 
2/3` non-commercial 29.4 % non commercial 
fuels like fuel-wood, fuels like biomass and 
2• Energy mix Share out residual vegetables, other renewables. animal dung etc 
1/3``' commercial fuels 70.6% commercial fuels 
like coal, h ydro & oil 
Note: Energy mix data reported under 2007-08 is for 2005 from IEA 2007 report for India 
05 More than 20 major oil 
BOC/ AOC companies 
3 No of companies Number STANVAC (ESSO Over 100 service operating Burmah Shell companies in E&P sector 
Caltex & 
Indo-Burma Petroleum Co. 
4.  Crude production MMT 0.25 34.117 
5.  No. of refineries Nos I (Digboi) 19 (incl pvt sector) 
6.  Refining capacity MMT 0.30 148.968 
Crude oil pipeline from Crude oil pipelines 5392 
Digboi field to Digboi Kms 
retinery 
7• Pipelines length Kms 37 Km long product Product pipelines 9653 
pipeline from Digboi to Kms 
Tinsukhia Gas pipelines more 
than 10,000 Kms 
8.  Sales MMT 3.48 131.014 
9.  Manpower Number N.A. 139823 (only PSU) 
Source: Agrawal & Roy (2009) 
The year 2007-08 has seen the Gross Domestic Product (GDP) grow by 9% over the 
previous year. Correspondingly. there has been a robust growth of 7% in the 
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consumption of petroleum products. The year on year growth has exceeded 11%  in the 
case of both MS and HSD. With the rapid growth in the number of domestic and 
international flights, the consumption of ATF has increased by over 14% during the 
year. The average cost of the Indian basket of crude during the year 2007-08 was USD 
79.3 per barrel, which was considerably higher than the corresponding figure of the 
previous year. The prices have increased substantially in the current year and the cost 
of the Indian basket of crude had even crossed the USD 140 per barrel mark. However, 
the volatility in prices in the international market has seen the oil marketing companies 
pass through difficult times, with considerable strain on their liquidity. Despite of 
Government of India adjusting prices, excise duty, custom duty and issuing oil bonds as 
a means of compensation for the under-recoveries and the upstream oil companies have 
been extending discounts, the cash flows of oil marketing companies have been 
adversely impacted due to the rising under-recoveries. These measures are designed to 
give some relief to the oil marketing companies. However, these companies continued 
to suffer on account of the continuing under-recoveries, inventory losses and high 
interest burden. After easing out of crude oil prices in international markets to USD 40 , 
Government reduced prices of petrol by Rs. 5/- and HSD by Rs 2/- per litre in 
December-08. 
In 2001, hydrocarbon vision 2025 was brought by government of India, in view of 
strategic importance of oil sector, for creating oil security for nation, and recognizing 
the increasing demand for energy for fueling the growth. In fact, some of the objectives 
and action plans finalized by the Government under the India Hydrocarbon Vision-
2025 - Report are as under: 
• To assure energy security by achieving self-reliance through increased 
indigenous production and investment in equity oil abroad. 
• To ensure oil security for the country keeping in view strategic and defence 
considerations. 
• Finalize a program for appraisal of the Indian sedimentary basins to the extent 
of 25% by 2005, 50% by 2010, 75% by 2015 and 100% by 2025. 
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• To maintain around 90% self-sufficiency of middle distillates in the sector with 
an appropriate mix of national oil companies, foreign players and private Indian 
players. 
It also suggested for reorganization of oil sector and disinvestment to make it more 
competitive for facing challenge of private and multinational players. 
With production of petroleum products exceeding demand, the export volumes of 
finished products has increased during the year. With further capacities expected to 
come on stream including new grass roots refinery at Bina being set up by the BPCL as 
JV, SEZ refinery of RIL, Bhatinda refinery of HPCL as a JV with Mittals and Paradip 
Refinery of Indian Oil. India will remain surplus in refining capacity in the foreseeable 
future. This will further intensify the existing challenge of talent management in the 
sector. 
2.2.2 Opportunities and Threats 
Notwithstanding the current difficulties faced by the economy, experts continue to 
remain bullish about the long term prospects of the Indian economy. With the country's 
energy needs growing at a rapid pace, companies in the oil and gas business will have a 
major role to play. The demand for petroleum products is expected to remain strong 
despite the rising global prices. There would therefore, be ample growth opportunities 
for the oil companies. At the same time, the inability to pass on the full impact of the 
rising prices has had a serious impact, particularly on the liquidity position of the 
companies. This is having an adverse impact on the capital expenditure plans, besides 
affecting operations and over time it will be detrimental to future growth. In spite of all 
these difficulties the Oil Companies continues to invest in development of new 
infrastructures. Though refining and marketing companies faced cash crunch, the 
Exploration and Production companies (E&P) such as ONGC, OIL and GAIL were 
cash surplus and these companies shared the subsidy burden of oil marketing 
companies in addition to oil bonds given by the Government (Petrofed, 2008). 
The rising refining margins have contributed to offset, the under-recoveries to some 
extent but refiners' margin hinges on the ability of refineries to process heavier crude 
oils. The Refineries will also need to be in a position to comply with the latest norms of 
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product quality. All these will call for significant investments. The Retail business has 
been transforming from a network of "Fuel dispensing Retail Outlets" to clusters of 
"Customer — enabling business engines." With the continuing focus on value added 
offerings to customers. 
The Lubricants business continues to be one of the most competitive. Besides focussing 
on the bazaar segment, companies are aiming at securing its share of volumes by tying 
up with reputed brands like Tatas, Hero Honda, General Motors etc. for the 
manufacture and sale of Genuine Oils. Besides, companies have continued their foray 
into foreign markets by entering the Sri Lankan , Mauritius, Nepal, Gulf countries 
markets. The Indian aviation sector has been passing through challenging times. With 
the opening of new airports, the business models of companies supplying ATF have 
changed with the emerging scenario. At the same time, airline companies are passing 
through difficult times with their financial health deteriorating on account of the sharp 
increases in the cost of ATF. The resultant price increases have led to falling passenger 
numbers. The sector is expected to be one which will be full of challenges for all the 
players. Natural gas is growing in importance as a preferred fuel in terms of cost and 
environmental friendliness. One of the consequences of the rising oil prices has been 
the growing trend towards looking at alternate sources of energy. One of the most 
promising areas has been Biodiesel. Companies are looking for opportunities in this 
area and planting trees in barren lands, this approach also helps in dealing with the 
concerns being expressed in many quarters on the impact on the food situation on 
account of the increasing focus on Biofuels. This venture, along with the initiative 
undertaken on Ethanol, the Indian public sector oil companies, will contribute towards 
mitigation of the adverse impact of the rising crude oil prices. 
The Indian economy in general and the public sector oil companies in particular are 
grappling with major challenges. The global economic scenario clearly indicates that 
tough times will continue for some time. The continuing inflationary pressures will 
increase the pressures. While there would be difficulties, particularly on the liquidity 
front for marketing companies, the oil and gas sector expected to see healthy growth in 
volumes in the days to come, the oil companies hopefully will be well placed in the 
market to maintain their leading positions. 
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A talent shortage is now being faced by oil sector. Far-sightedness demands that 
business houses elevate management of talent to the highest corporate priority. 
Talented employees are no longer available in plenty nor are they easily, replaceable or 
inexpensive. Against this backdrop, Indian incorporation particularly PSUs are faced 
with the daunting task of attracting, retaining and growing its people in this very 
competitive environment. Indian PSU employers are facing this challenge. Economic 
meltdown has created an opportunity for PSUs; first B- schools are now turning 
towards them to visit their campuses for placement, after private sector hiring has 
slowed down. Secondly the likely implementation of sixth pay commission for PSUs 
would narrow the difference in compensation w.r.t. private sector. These two factors in 
addition to better job security are likely to help in attracting and retaining talent in oil 
PSUs (Vasal, 2009). Independence, adequate accountability and commitment can help 
reduce turnover in oil sector (Gupta, 2009). 
On the other hand, the very first disadvantage Oil PSUs carries is that, being public 
sector units, they do not enjoy the comparative advantage of pay & benefits, freedom of 
pricing, hiring and firing the employees, which in other words calls for, much more 
base work for gaining competitive advantage by managing its talent to grow in the 
domestic and global market. Highly specialized and experienced executives are the 
strength of Oil PSUs and this talent pool has grown over a period of time. Any private 
sector company coming up in the oil sector targets at these experienced professionals in 
order to meet their requirements. Hence attracting, developing and maintaining best 
talent in Oil PSUs, calls for a focused effort and due importance. Otherwise, the 
prospect of further loosing the key talents always remains, affecting the business 
growth. Given the opportunities and challenges provided by the realities of the 
marketplace, advent of private sectors including multinationals due to liberalization has 
started causing competitive pressure and high potential talented executives are in great 
demand in oil sector. In view of changing market scenario both at the national and 
international level, this trend may gain further momentum. 
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2.3.0 Major Oil PSUs in India and their Performance 
2.3.1 Bharat Petroleum Corporation Ltd (BPCL) 
After nationalization of erstwhile Burmah Shell and Caltex on 1st August 1977, Bharat 
Petroleum Corporation Limited (BPCL) was created. In 2007-08 its turnover was of Rs 
12.31 billion with a net profit of Rs 19.13 million. It is one of the Oil Giant in India 
listed in Fortune global 500 companies. It marketed the full range of petroleum 
products during 2007-08 totaling 28.01 MMT. It has an all-India presence through 2 
refineries, 133 Oil installations & depots and 48 LP Gas bottling plants. Its extensive 
marketing network comprises of around 7,400 retail outlets, over 2150 LPG distributors 
& 1000 SKO/LDO dealers. As on 31 St March, 2008, BPCL has 14,006 employees on 
its rolls. 
Corporate Vision; Make BPCL a great place to work 
Mission: "Effective boundary management, Fulfill social responsibilities, Apply the 
best technologies, Be an ethical company, Strong and dynamic system, Sound business 
performance and operational efficiency, Develop cohesive corporate strategy, Establish 
first class brand and corporate image, Have excellent customer caring and customer 
service, To be the best and make people a source of our improvement" 
2.3.2 GAIL (India) Ltd 
GAIL (India) Ltd, India's principal gas transmission and marketing company, was set 
up by the Government of India in August 1984 to create gas sector infrastructure for 
sustained development of gas market in the country. Today GAIL has expanded into 
Gas Processing, Petrochemicals, Liquefied Petroleum Gas Transmission, City Gas 
distribution and Telecommunications. GAIL is rated among the top 10 Indian 
companies in terms of profits and revenue. The company has attained a leading status 
in the Indian business through its all-round contribution to the nation's gas-based 
economy with a countrywide presence of Pipelines, Plants, Marketing network, 
including 60 work centres, which is efficiently operated by a young team of less than 
3,480 employees, whose average age is 36 years. The net turn over in 2007-08 was Rs 
18,008/- crore with a net profit of Rs 2601/- crore. Its market share in natural gas 
transmission is 78% and natural gas marketing 70% (Annual Report, 2007-08). 
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GAIL's vision is to be the leading company in natural gas and beyond, with global 
focus, committed to customer care, value creation for all stake holders and 
environmental responsibilities. 
2.3.3 Hindustan Petroleum Corporation Ltd (HPCL) 
HPCL, a Fortune global 500 company, is one of the major integrated refining and 
marketing oil company in India. It is a mega Public Sector Undertaking (PSU) with 
Navratna status. HPCL accounts for about 16% of the market share and 10.3% of the 
nation's refining capacity with two coastal refineries, one at Mumbai (West Coast) and 
the other in Vishakapatnam (East Coast) . HPCL also holds an equity stake of 16.95% 
in Mangalore Refinery & Petrochemicals Limited (MRPL). HPCL is well on its way 
towards setting up another grass root refinery in the state of Punjab, called Guru 
Gobind Singh Refineries Limited. It also owns and operates the country's largest Lube 
Refinery. HPCL annual turnover was over Rs 1,03,837 Crores during FY 2007-08, with 
a workforce of more than 10,891 employees working all over India (Annual Report, 
2007-08). 
HPCL's vision is to be a World Class Energy Company known for caring and 
delighting the customers with high quality products and innovative services across 
domestic and international markets with aggressive growth and delivering superior 
financial performance. The Company will be a model of excellence in meeting social 
commitment, environment, health and safety norms and in employee welfare and 
relations. 
2.3.4 Indian Oil Corporation limited (IOC) 
India's Indian Oil Corporation Ltd. was formed in 1964 with the merger of Indian 
Refineries Ltd. (established 1958) and Indian Oil Company (established 1959). Indian 
Oil and its subsidiaries account for 49% petroleum products market share, 40.4% 
refining capacity and 69% downstream sector pipelines capacity in India. Indian Oil 
Corporation Ltd. is India's largest commercial enterprise, with a sales turnover of Rs. 
2,47,479/- crore and profits of Rs. 6,963/- crore for the year 2007-08. Indian Oil is also 
the highest ranked Indian company in the prestigious Fortune 'Global 500' listing, 
having moved up 19 places to the 116th position in 2008. It is also the 18th largest 
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petroleum company in the world. It has a team of 32243 employees (Annual Report, 
2007-08). 
The Indian Oil Group of companies owns and operates 10 of India's 19 refineries with 
a combined refining capacity of 60.2 million metric tonnes per annum (MMTPA). 
These include two refineries of subsidiary Chennai Petroleum Corporation Ltd. (CPCL) 
and one of Bongaigaon Retincry and Petrochemicals Limited (BRPL). The 
Corporation's cross-country network of crude oil and product pipelines, spanning about 
9,900 km is the largest in the country. Indian Oil has its subsidiaries in Sri Lanka 
namely Lanka IOC Ltd. operates about 150 petrol & diesel stations. Another subsidiary 
IndianOil (Mauritius) Ltd. has an overall market share of nearly 20% and commands a 
32% market share in aviation fuelling business, apart from its bunkering business in 
Mauritius. Corporation's UAE subsidiary, IOC Middle East FZE, deals in sale of 
SERVO brand of lubes in Middle East. 
Indian Oil's vision is to be a major diversified, transnational, integrated energy 
company, with national leadership and a strong environment conscience, playing a 
national role in oil security & public distribution. 
2.3.5 Oil India Limited 
In 1959, Oil India Private Limited was incorporated to expand and develop the newly 
discovered oil fields of Naharkatiya and Moran in the Indian North East. In 1961, it 
became a joint venture company between the Indian Government and Burmah Oil 
Company Limited, UK. On October 14, 1981 Oil India Limited (OIL) became a 
wholly-owned 001 enterprise by taking over BOC's 50% equity, and the management 
of Digboi oilfield changed hands from the erstwhile AOC to OIL. Today, OIL is a 
premier Indian National Oil Company engaged in the business of exploration, 
development and production of crude oil and natural gas, transportation of crude oil and 
production of LPG. OIL also provides various E&P related services and holds 26% 
equity in Numaligarh Refinery Limited (Annual Report, 2007-08). 
The authorised and paid up capital of the company as on March 31, 2007 are Rs. 500 
crore and Rs. 214 crore respectively, with 98.13 per cent holding by the Government of 
India and 1.87 per cent by others. The net worth of the company as on March 31, 2007 
is Rs. 6849.07 crore. OIL has over I lakh sq km of PEL/ML areas for its exploration 
and production activities, most of it in the Indian North East, which accounts for its 
entire crude oil production and majority of gas production. Rajasthan is the other 
producing area of OIL, contributing 10 per cent of its total gas production. 
Additionally, OIL's exploration activities are spread over onshore areas of Ganga 
Valley and Mahanadi. OIL also has participating interest in NELP exploration blocks in 
Mahanadi Offshore, Mumbai Deepwater, Krishna Godavari Deepwater, etc. as well as 
various overseas projects in Libya, Gabon, Iran, Nigeria and Sudan. OIL's manpower is 
11200 with executives' strength of 1200. 
OIL's Vision is to be a vibrant, responsive, knowledge based competitive E&P 
Company with global presence, and a selective presence across the oil and gas value 
chain in India, maximizing shareholders' value, respecting stakeholders' aspirations and 
caring for the environment 
2.3.6 ONGC Limited 
Started as department in 1956, ONGC today is the flagship company of India listed in 
global fortune 500 companies and with team of nearly 40,000 professionals. They 
include geologists, geophysicists, geochemists, drilling engineers, reservoir engineers, 
petroleum engineers, production engineers, engineering & technical service providers, 
financial and human resource experts, IT professionals and so on. ONGC has a unique 
distinction of being a company with in-house service capabilities in all the activity 
areas of exploration and production of oil & gas and related oil field services. Its turn 
over in 2007-08 was Rs 60137/- crore with a net profit of Rs. 16,701/- crore, the 
highest profit making company in India. 
ONGC has single-handedly scripted India's hydrocarbon saga by establishing 6.42 
billion tonnes of in-place hydrocarbon reserves and cumulatively producing 762.3 
Million Metric Tonnes (MMT) of crude and 440.7 Billion Cubic Meters (BCM) of 
Natural Gas, from 1 15 fields. ONGC created a record by turning around Mangalore 
Refinery and Petrochemicals Ltd from being a case for referral to BIFR to the BSE Top 
30, within a year. ONGC's overseas arm ONGC Videsh Limited (OVL), has laid strong 
foothold in a number of lucrative acreages, some of them against stiff competition from 
international oil majors (Annual Report, 2007-08). 
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ONGC's vision is to be world class oil and gas company integrated in energy business 
with dominant Indian leadership and global presence. 
In the last ten to fifteen years, the trend in the Indian petroleum sector have been 
liberalizing it for greater investment, by setting up an independent Petroleum and 
Natural Gas Regularity Board (PNGRB) for down stream industry and Director 
General of Hydrocarbon (DGH) for upstream sector. It is expected that it will help in 
transition from administrated to market driven economy. The Indian petroleum sector is 
poised for great expansion and need large resources both physical as well as personnel. 
(Washid, 2005). The technology intensive hydrocarbon industry requires a committed, 
talented and skilled workforce. Before the opening up of the sector, since the industry 
was completely in the hands of the public sector, talent was also available only with 
them. With spurt in E&P activities, creation of new refining capacities and expansion 
of existing refining capacities, the PSUs, in addition to meeting their own requirement 
of talent for higher level of activities, became the source for supplying talent to private 
sector and the MNCs. As export refinery hubs are being created in India thereby 
generating more demand for talent in this field. The new policy of creating 
Petrochemical Investment Regions across the country will further accentuate the 
problem of talent shortages in this sector. 
In the end it can be concluded that the petroleum industry outlook with all its 
uncertainties is still very promising industry in India. Opportunities exists through out 
the value chain; these need to be identified and converted in to strategic move for future 
growth by generating required resources both in term of capital and human resource. 
The Indian PSUs are nurseries for developing and nurturing talent. This capability need 
to be utilized for growth of these organizations (Saha, 2009). PSUs have a culture to 
build rather than buy talent (Das, 2009). This culture need to be strengthened through 
proper work environment and compensation. Though turnover is a fact of corporate 
world, but blindly ignoring the reasons for turnover can be foolish and expensive. Oil 
sector PSUs in India are also affected by this problem of loosing talented employees, as 
for them competition is much more complex due to very nature of being public 
undertakings. Due to too much government intervention and controls, oil and gas PSUs 
have their own conflict and contradiction in term of product prices and pay & 
compensations. Each company in the oil and gas sector will face unique talent 
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management challenges depending upon long-term organizational plans leading to 
specific strategies. The sector as a whole will face challenges in area of talent 
management i.e. attracting, retaining, motivating, developing, productively deploying, 
connecting/ enabling and transforming them for sustaining the organizational growth 
(Agrawal & Roy, 2009). 
In view of prevailing internal and external environmental uncertainties, the growth 
potential of oil sector, and the talent scarcity. this study attempts to explore the 
phenomenon of executive talent management in oil sector PSUs and to generate 
recommendations and action plans that can help them to face this challenge. The next 
chapter covers the literature survey on talent management and related HR areas, in 
order to understand the importance and critical issues related to it. 
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I Chapter-3 Literature - Survey 
3.0 Introduction 
In this chapter research and survey work done in area of talent management by 
various organizations is critically reviewed. Though there are not many speciFic 
studies in area of talent management, the rev;ew of literature covers studies in related 
area as well, that have implications for the current study. These studies clearly 
indicated the importance of talent management for facing competition and sustaining 
growth of the organizations. 
3.1 Studies in Other Countries 
Over the years, loyalty of the employees is decreasing and mobility is increasing, this 
was brought out in study by Hay Research Group (1990), who surveyed 7,50,000 
middle managers on how they rated their companies in the period 1988-90 and 
observed that only 55 percent expressed favorable attitude compared to 65 percent in 
1985-87 period. Similarly regarding top management ability only 38 percent gave 
favorable response against 54 percent earlier. This loss of employee loyalty is creating 
challenges for the organizations in handling of placement and promotions. This study 
concluded that for improving loyalty of the employees, senior management need to 
focus and attend to the development of each employee by planning their careers 
toward the individual's highest potential. 
Management development and succession planning issues were explored by Potts & 
Sykes (1991) through a survey of Human Resource (HR) executives conducted by 
sending survey forms to 170 executives of different organizations; these organizations 
had an average of 19000 employees and average sales of USD 6 billions. Four broad 
areas covered were-first; major changes in that period (90's) having to do with 
effectiveness of management development, second; policies and practices used in 
management development and succession planning, third: major issues in succession 
planning and fourth; operational aspects of the management development system. The 
survey results pointed out that 12 percent of the organizations did not have formal 
management development and succession planning (MD&SPJ system. Only 46 
percent of the respondents with MD system had a formal policy and only 8 percent 
felt that it was visible to all employees. A good 46 percent opined that managers were 
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recognized for their management development efforts. The other key points that 
emerged out were that in these companies, 85 percent felt that the HR staff was 
advocate of the system and 46 percent felt that the Board was involved and 
supportive. 85 percent considered that information was highly guarded and available 
only to limited managers and staff. Also 62 percent indicated that their succession 
plans were updated annually. Almost 50% opined that performance appraisals were 
key components of MD system and heavily relied on for placement decisions. 
Issues of management challenge identified through this research were; organization's 
inability to project the future, competition for time and attention of senior 
management, inadequately identified potentials, removal of non performers, 
international experience for key employees, locating qualified women and minority 
candidates, and resistance to relocations. This study further pointed out that 
management development system for any organization was unique to that 
organization, however principles of management development and succession can be 
applied to organization of any size. 
Families and Work Institute, USA (1997) conducted a survey of nationally 
represented group of 3400 employees for the study of the `Changing Workplaces'. 
The three top reasons recorded in this study guiding employees decision to take up 
current jobs were ; open communications (65 percent), Opportunities to balance life 
(60 percent), and meaningful work (59 percent). Further employees wanted a voice, 
wanted to be respected and listened to, and also wanted to have input into and control 
of their own destinies. 
Declining interest in competency-related pay was revealed through research 
conducted by Towers Perrin (1999). This research pointed out in a study conducted 
in 1996 wherein 70 percent of the organizations had planned to link competencies and 
pay in three years. But when this survey was carried out in 1999, it was observed that 
14 percent of companies linked competencies and pay progression, and only 18 
percent of companies used it in job evaluations. The increased use of competencies in 
three years was just 3-5%, so the anticipated competency revolution observed in 1996 
survey did not materialize. 
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Research conducted by Gallup Organization (1999) in US found that employees' 
motivation and engagement were strongly affected by how often they received 
recognition for their work. 
Linkages between employee engagement and firm performance were also studied and 
published by Vanderbilt University (2000). The study concluded that organizations 
with higher engagement scores out-perfoi ,ned their matched competitors in the 
following areas: 
• An average of 20% higher returns on assets 
• An average of 23% higher market to book ratios, and 
• Cumulative stock returns nearly double the matched set 
In order to understand how companies build a strong pool of executive talent, how 
they attract, develop and retain talent and how they build a pipeline of younger talent. 
McKinsey & Company conducted the three major researches namely `War for Talent' 
survey in 1997 & 2000, and `Talent Management Case Studies' from 1997 to 2001 
(Michaels, Hantltield & Axelrod, 2001). In a survey conducted in 1997, 6000 
responses were received from 71 large companies. Thirty five large and nineteen 
midsized US based companies participated in the survey of the year 2000. Young 
middle level managers were also added in this survey in order to learn how the 
perspective of future leaders differs from those of more senior people. Three type of 
questionnaire were sent to three respondent groups: Corporate officers, senior 
managers and young middle managers. The findings of both set of data 1997 and 
2000 were found consistent. 
Managers' perception regarding how well their companies manage talent indicated 
that more than 50 percent believed their company did not develop people quickly, 
retain high performers, or remove under performers. A large number of managers, (72 
percent) strongly agreed that it is critical for their companies to win the war for talent 
but only 9 percent were confident that the actions companies were taking lead to build 
strong talent pool. Regarding improving talent pool as one of the top three priorities 
of management; only 49 percent of corporate officers from top performing companies 
and only 30 percent from average performing companies agreed strongly. In response 
to question whether CEO set the standard for quality of people, only 27 percent of 
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corporate officers from top performing companies and only I5 percent from average 
performing companies agreed strongly. While 85 percent felt that HR should be a 
high impact partner to line managers in strengthening the talent pool, but only 12 
percent strongly agreed that HR played that role. Also 79 percent corporate officers 
agreed for a tight link between business strategy and talent pool requirements; only 10 
percent strongly agreed that it actually happened. 
The research further brought out that younger managers were 60 percent more likely 
to leave than older ones, and 57 percent of managers who intended to leave their 
current employers cited insufficient development and learning opportunities, while 69 
percent cited insufficient career advancement opportunities as the main reason. 
Critical items identified in decision to which company to join or stay were also 
explored, for joining the key reasons were interesting and challenging work (59 
percent), listened to and can impact decisions (41 percent), career development and 
advancement opportunities (37 percent), long term commitment (35 percent), build 
skills to boost career(35 percent), senior managers' commitment (30 percent), high 
performers promoted (28 percent). Reasons to stay were opportunity to meet personal 
commitments (51 percent), company is well managed (48 percent), good relation with 
boss (43 percent), culture and value of the company (39 percent), trust in senior 
management (38 percent), rewarded and recognized for individual contribution (39 
percent), high performers were paid more (31 percent), substantial wealth creating 
opportunities (36 percent) and open & candid feedback (35 percent). 
The research indicated enormous power of mentoring, 95 percent respondents said the 
experience motivated them to do their very best, 88 percent indicated the experience 
made them less likely to leave the company, and 97 percent felt the experience 
contributed to their success in the company. But only 47 percent believed their 
companies were giving due value and recognition to the importance of mentoring and 
only 25 percent said their company has formal systems to support or encourage 
mentoring relationship. 
In depth case studies were conducted with highly regarded companies in order to have 
qualitative understanding; as how the best companies build a strong managerial talent 
pool and whether better talent drives company performance. Twenty seven 
companies were selected, which were high performing and had a reputation for strong 
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talent. Some had impressive turnaround stories both in term of talent management and 
financial results. Interviews were held with CEOs, several senior executives, the HR 
executives and few high potential managers. Through `War for Talent' surveys, 
McKinsey identified five imperatives that companies needed to act on if they were to 
win the war for talent and to make talent a competitive advantage. 
1. Embrace a talent mindset; a passio,sate belief that performance and 
competitiveness are achieved with better talent. Leaders up and down in the 
organization believe building talent pool is huge part of their job. 
2. Craft a winning employee proposition; the holistic sum of everything that an 
employee experience and gets while they are part of the company such as exciting 
challenges, great development opportunities, great companies with great leaders, 
open trusting and performance oriented culture, and substantial wealth creating 
opportunities. 
3. Rebuild recruiting strategy in respect of current economic context. 
4. Weave development in to organizational processes. 
5. Differentiate and affirm people; Differentiation entails assessing the performance 
and potential of people and then giving them the commensurate promotion, 
compensation, and development opportunities. Affirmation on the other hand 
means making people feel appreciated, recognized, and valued for their unique 
contributions. 
The study concluded that companies believed that talented people were critical to 
their performance and success. Also, it was observed that, it was not better HR 
processes that made the difference rather it was the mind set of leaders throughout the 
organization that made the difference. 
`New Realties of Today's Workforce' was explored in The Towers Perrin talent 
report (2001). It was found that employment market was shifting for employers those 
were more actively involved in performance based downsizing while also identifying 
and recruiting executives with key skills and talents. It was further found that 73 
percent of companies continue to hire talented people in the midst of downsizing 
while 42 percent created targeted program to retain top performers. This underscored 
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the importance of making talent management a priority, even when companies are 
downsizing. 
Research on employee commitment, was conducted by Aon's Loyalty Institute 
(2002) and found that pay was most important factor in taking a job, with benefits 
receiving the second most important rank. There was a common belief that people 
join an organization because of the opportunity and compensation, and leave the 
organization on how they were treated by their managers. Lost faith in the leadership 
and little opportunity to be recognized and rewarded for their contributions affected 
the commitment negatively. 
Critical people and HR issues were explored by Towers Perrin (2002), by 
conducting 'TP Track Survey' and examined their effect on business and financial 
performance. Roughly 100 senior HR executives from North America responded to 
the survey. Where 75 percent of respondents cited retaining high performers as their 
number one people related issue. It further showed that 92 percent of respondents 
believed that it is difficult to motivate and engage employees. Competing for, as well 
as motivating, engaging, and retaining opportunity-seeking top performers would be a 
high priority for HR professionals. It was recommended that employers have to 
understand the need and wants of top talent. To keep them focused and committed to 
the organization, they have to provide right combination of reward elements. 
Implementing a well balanced mix of tangible rewards such as competitive salary and 
benefits, as well as intangible like providing learning and development opportunities 
would be essential to motivate, engage, and retain top talent. 
Compensation and rewards are fundamental components in the employment 
relationship was established through a study of `Best Employers' by M/s Hewitt 
Associates (2004). This study explored trends in performance related rewards. It was 
established that compensation was probably only a hygiene factor with knowledge 
workers but the money offered indicated in a very tangible manner, that how much 
their work was valued. According to analysis of this research, about 79 percent of best 
employers found paying at least twice to top performers as compared to average 
performers. Even 26 percent paid their top performers more than 3 times than an 
average performer. It was observed that companies with highly effective practices; 
use performance management to communicate company values, goals and financial 
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results. These organizations had common understanding of priorities, goals, clear 
expectations for individuals and/or group contribution. As high as 94 percent of best 
employers, used variable pay programs to differentiate between low and high 
performers. Merit pay increases were a function of goal achievement at individual, 
team, department and corporate level. Also as a percentage of base pay, variable pay 
differed by management level. It was evident that most effective practice in 
performance management directly lead to 'pay for performance', which is the pay at 
risk or variable pay. Thus the linkages of performance management with employee 
reward system become the natural reinforcement for desired behaviors' and results. 
General trend observed in compensation was the raise in variable pay linked to 
various financial and non financial performance parameters. For top executives the 
variable pay was as high as 80 percent of total compensation. The global trend in 
basic salary and long term incentives as percentage of total pay were found as twelve 
and sixty seven percent in U.S., thirty nine and thirty two percent in Europe and thirty 
one and thirteen percent in India respectively. This indicated very high variable 
component in western countries. 
Best employers provided total reward experience rather than just compensation. These 
companies assisted employees in addressing personal commitments. Best employers 
shared the wealth created with employees. Also they focused on programs which 
addressed quality of life concerns that extended relationships beyond employment. 
Correlation between engagement and key business results were also studied. 
Employee engagement results were compared with 5 years business results. High 
positive correlation was found between engagement scores and 2 key business 
measures- total share holder returns (TSR) and sales growth. Results from Best 
Employer studies around the world compared the engagement scores of the best 
verses the rest. It was observed that best employers have engagement scores 
approximately 20% higher than other companies and employee turnover fully 1/3'd  
lower than that of their competitors. 
Importance of human factor has been brought out in the `The World Public Sector 
Report' (2005) on 'Unlocking the Human Potential for Public Sector Performance'. 
The report brought out and recommended for: Professionalizing HR towards .strategic 
specialization, merit in appointment, remuneration i.e. balancing motivation, equity 
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and ability to pay, supporting and developing staff through performance management 
and the leadership concmfmem, to improve public sector performance. 
The issues related to talent gap were brought out in IMS Global Consortium Talent 
Management Summit (2006). It was found that: 
• The 500 largest companies would lose 50 percent of their senior management 
in five years 
• Unemployment of U.S. workers with graduate degree would be under 2% 
• Replacement cost for management level positions could exceed 150% of 
annual salary 
• U.S. would face shortage of 10 million workers by 2010 
• The average same-employer tenure of U.S. employees was 3 years. For 18-24 
years old it was 18 months, and 
• 70% of companies report moderate to severe leadership shortages. 
(Though in the current recessionary phase, these observations may not hold true,) 
It was further found that training departments were least effective in areas of aligning 
with FIR, allocation of budget based on business impact and accurate measurement of 
training effectiveness. 
Allowing job-sharing and flexible schedules yields significant payoffs was revealed 
in the study conducted by Ellen, Lee & Hall (2007). The study covered 88 
executives, in 20 companies across six business sectors in U.S and Canada. It was 
found that it led to better retention of high performers, thereby achieving greater 
productivity and efficiency, improved team functioning, deeper cross training and 
development within groups. 
Hewitt Associates (2007) along with its research partners conducted a survey for 
`Top 20 Companies for Leaders'. In order to select the top companies for leaders, they 
surveyed human resources executives around the world. The study was open to 
organizations of any type (public, private. or nonprofit) from any location, with 
revenues of any size. A total of 563 companies from around the globe participated. 
They completed a detailed questionnaire that examined factors that influenced 
leadership quality and depth in organizations. All entries were analyzed for responses 
that were consistent with strong leadership practices. Of all participants, 250 were 
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deemed finalists based on this analysis. Hewitt scored the companies survey data by 
assigning points to questions and responses to yield both category and overall scores. 
All finalist companies were then screened for financial performance relative to their 
industry. The judges considered many variables in selecting and ranking the lists, 
including the survey and interview data, company reputation, leadership culture and 
values, and a proven track record. 
The survey revealed that CEO's involvement ranks as one of the most significant 
factors in driving the success or failure of a leadership development program. The 
survey also indicated the importance of senior management commitment to the 
process of developing leadership talent in the form of tangible, visible action and not 
mere pronouncements. It also demonstrated a conclusive link between an 
organizations leadership practices and enhanced financial returns. The study also 
revealed that among these companies 73 percent provide cross functional experiences, 
63 percent encourage job rotations, and 46 percent offer opportunities for global and 
regional assignments. Also 80 percent of the these companies relied on managers 
evaluation, 58 percent use peer or 360 degree feedback, while 40 percent use self 
assessment programs. These companies (80 percent) also significantly differentiated 
pay between high performers and average performers. 
Based on their work with more than 2,000 leading businesses Shevelenko Alex and 
Berggren Erik (2008) in their article `Winning Through Talent in Uncertain Times' 
recommended five strategies that would deliver superior results in adverse economic 
conditions: first one to establish clarity of goals and rapidly align workforce to 
execute the new strategy i.e. when change was forced upon business by the external 
environment, higher level of focus would be required for necessary course shift. 
Second, if layoffs become necessary, then that was a chance to weed out the low 
performers and to help best talent to grow. Third, identify the talent that would be 
essential for new strategic direction and invest heavily when others were cutting. 
Fourth, be transparent as it drove trust and employee engagement. Companies with 
high trust; financially outperformed those with low trust, and last one was to 
compensate more strategically by paying more for higher performance. 
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3.2 Studies Conducted in India 
In a challenging market scenario, talent clearly emerged as a critical success factor 
even in developing economies like India, which were traditionally considered talent 
surplus. Companies in India are also finding it difficult to attract, motivate, and retain 
talent due to worldwide demand for Indian talent. Organizations are trying their best 
to differentiate themselves as employers of choice to ensure that they have an edge in 
the talent market. Various studies in this and related area were taken up by HR 
consultants and other scholars in Indian context. Some of these are perused below. 
Maheshwari (1980) conducted a study on organizational performance in India. He 
related the decision making styles of corporations to their performance. This study 
covered a dozen Indian companies, half of them from public sector and other half 
from private sector. He administered a questionnaire to measure how far each 
organizations had a participatory and entrepreneurial style of decision making. High 
score on the participatory style indicated managements' commitment to 
decentralization, operating autonomy for managers, a consultative leadership and 
group decision making; which were important traits for talent management in an 
organization, the low scores indicated a centralized and autocratic type of 
management. 
Some researchers have outlined HRD practices prevalent in the organizations as an 
attribute of organizational performance. Enthemkuzhy (1989) studied the 
relationship between HRD practices and performance in 68 Indian organizations. He 
constructed an index of growth in company profitability as a measure of 
organizational performance. He found that while HRD profile was not correlated with 
organizational performance but HRD climate was. 
Traits of talented Indian leaders known for their transformational capabilities, who 
had effected substantial changes in organizations and their performance, were studied 
by Singh and Bhadrakar (1990). The study brought out eleven most widely noted 
traits viz empowerment of people, risk taking abilities, clarity about mission, purpose 
and goals, team building, high degree of balance, interpersonal relationships, caring 
and concerned, open and receptive, good planner, confident, trustworthy and 
accessible. 
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Gupta (1996) in his study `HRD Strategy for Innovation in Industrial R&D - A 
Model highlighted the strong and weak points of HRD climate and subsystems 
prevailing at the R&D centre of Indian Oil. Out of population of 400 employees, 
questionnaire based responses were received horn 144 employees. It was observed 
that substantial amount of support required to improve HRD climate particularly from 
the middle and senior level executives. Svstem< needed to be transformed into more 
open, transparent, communicative, and committed environment in order to face the 
competition. Executives required modifying their attitude and shifting their 
orientation from self centered, individual role orientation to effective team playing. 
Reasons for attrition in t9C were studied by Ghoshal (1996) through a survey of 148 
present and past executives, of different grades and age groups. Three main reasons 
for attrition ob5erved were; lesser scope for growth and development, non-conducive 
environment, and poor compensation. 
Khurana (1998) carried a study towards `Development of Performance related 
Reward system for Executives' of IOC. Motivation through rewards and recognition 
greatly contribute in realizing potential of the executives. Performance related 
rewards kept executives charged towards better performance by providing 
satisfaction. Rewards stimulated the employees and judicious use could enhance 
organizational success. The sample for the study consisted of 400 executives in 
Refineries division in different functions. The existing productivity linked incentive 
scheme, profit sharing bonus scheme, suggestion scheme, safety reward scheme and 
other rewards viz, promotions, foreign tour, training. The disposition of the 
executives' towards these schemes was analyzed and observed that the monetary 
rewards associated with the schemes were not sufficient enough to generate an 
iruerest in the schemes or empower the executives for achievement of the 
performance targets. The evaluation procedures in some of the schemes such as 
suggestion scheme look a very long time thus de-motivating the person who offered 
suggest. The fairness in evaluation of suggestions was also doubtful due to tong time 
taken in evaluation. The awareness level of the schemes was high but the specific 
details of the scheme were not known to most of the executives. The schemes had not 
been able to fulfill its objectives to the satisfactory levels. 
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Author proposed measures for performance related reward system and performance 
pay in the context of public sector in the liberalized scenario. It was recommended 
that reward schemes needed to focus on the performance areas. It needed to be 
aligned with the business strategies of the corporation of higher customer service 
standards, quality, operating efficiency, fast project completion, infrastructural 
development, cost reduction and providing value for money to the customers. Increase 
in variable pay needed to link with performance of the company. A fair, transparent 
and objective performance management system needed to cater requirement of the 
performance based rewards and fulfill the intrinsic needs of the employees for power, 
influence, feedback, variety, challenge and non-financial extrinsic needs of learning 
opportunities and recognition. It was further proposed that merchandise and travel 
rewards to be given in place of cash rewards for suggestion and safety schemes. It was 
found important to strengthen communication network with the employees to direct 
them to the desired priorities of the organization and make them aware of the 
performance rewards. 
Bhattacharjee (2000) analyzed the factors responsible for attrition of high performer 
in Marketing division of IOC by conducting survey of 104 present and 30 past 
executives. The four main factors emerged out of this study were; scope for growth 
and development, organizational climate, reward and recognition, and remunerations. 
An empirical study on `Perceived Role of HR Management in Indian Organizations' 
was carried out by Bahl (2002). This study was in the form of a survey of 103 
respondents from 14 Indian IT and consumer durable organizations. The key results 
of the study indicated that HR was not perceived to play a differentiated role in Indian 
organizations. The survey also found an inherent bias in the perception of the HR 
professionals verses non - HR professionals from other areas regarding the role of HR 
professionals. The author recommended that HR professionals, in order to create 
value and deliver results, must focus on the deliverables of HR work. They have to 
play the role of strategy integrator, role model and efficient administrator. 
Hewitt Associates (2002), conducted a study in association with Business Today 
(BT) on Best Employers in India. Participation was open to all organizations in India 
that had a working life of a minimum of 3 years and had more than 100 white collar 
employees. The selection of best employer was based on in depth questionnaires 
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completed by CEOs, HR departments and employees of participating organizations, 
followed by an onsite audit. The employee engagement survey was used for assessing 
employee satisfaction level about their organization. It analyzed level of satisfaction 
across seven factors — culture and purpose of the organization, work environment, 
relationship with people in the company, nature of work, rewards and recognition, 
work life balances, and growth and development opportunities. The employee survey 
was administered to 75 percent of relevant population and almost 85 percent of total 
employees responded to the survey. The data was collected from more than 52,000 
employees. The top 25 were chosen from among 204 companies across 15 industry 
groups that participated in the study ( Misra & Wadhwa, 2002). It was observed that 
the positive factors consistent across all best employers were: 
• 	High degree of employee satisfaction, commitment and morale. 
• A sense of ownership and belonging — a collective relationship fostered by the 
organization. 
• Opportunities for accelerated growth and development. 
• Depth, breadth, and consistency in application of HR practices. 
• Unique HR practices — many of which were homegrown and based on 
employee suggestions. 
• Sensitivity towards a balance between work and personal life. 
• Effectiveness of HR practices in meeting needs of employees. 
• Alignment of HR practices with business context. 
• Stature of organizations in the business community as evidenced by employee 
and corporate initiatives. 
On an average, satisfaction score of best employers was as much as 20 points higher 
than other companies. Top motivators emerged out of this study were; culture (81 
percent), quality of work life (8lpercent), work activities (77 percent), manageriboss 
relationship (76 percent), senior management involvement (73 percent), compensation 
(70 percent) and career opportunities (69 percent). 
Mungale & Bhatiani (2003) studied perceptions of the HRD function of 162 line 
managers from different organizations. These were drawn from 18 companies and 
included 3-10 line managers from each company. The results were compared with the 
results of a similar study conducted in 1991 on 53 organizations with one line-
manager drawn from each company. The 1991 study used the same questionnaire with 
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four point scale, while the 2003 study used a six point scale. Results were converted 
in percentage score for comparison purpose. The study indicated a definrle decline in 
the perception of the effectiveness of HRD functions by line-managers. This was 
perhaps an indication of the rising expectations of line-managers from HRD 
managers. Other key observations were; 
• The main role of HRD was influencing personnel policies, aligning HRD with 
business goals and strategies, and other systems, articulating HR philosophy, 
and liaising with top management. 
• Monitoring HRD implementation and conducting human process research 
were the two poorly performed functions across most organizations. 
• Creating a development motivation among line managers by organizing visits 
to other companies for then[ was one of the least attended activities. 
• OD and self renewal activities were also among the least effectively 
performed activities. 
On the basis of these results, the study concluded the following: 
• HRD managers needed to recognize stakeholders' expectations and understand 
the overall business and strategic context of their function. 
. HRD functions should focus on intellectual capital generation activities and at 
the same time to ensure a good return on investment on training. 
• HRD functionaries need practical contributions to organizational goals and 
performance effectiveness. Their partnership and creditability with the 
stakeholders needed to be strengthened by involving them in policy making 
and communicating constantly. 
A positive perception of HRD function was considered essential to attract and retain 
talent. 
In 2003, Best Employer study was again conducted by BT-Hewitt for choosing the 
top 25 among 220 companies across eleven industry groups that participated in the 
study (Misra & Wadhwa, 2003). The data was collected from more than 58,000 
white collar employees. From data analysis it was observed in respect of best 
employers that 96 percent offer job enrichment or redesign, compared to 77 percent 
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for the rest. As high as 82 percent respondent viewed talent management as a CEO, 
and not HR agenda, and 88 percent of CEOs felt that their managers understand their 
organization's key performance measures. Further 97 percent consulted people 
broadly before implementing major organizational changes, 24 percent paid more 
than three times differential in increment between high performer and an average 
performer , 82 percent of the employees had complete confidence in the integrity of 
leaders in the organization and 44 percent provide broad based stock options to 
encourage ownership among employees. Other attributes common to best employers 
found were their key focus on multidimensional development rather than only 
training, the use of variety of compensation components to share the company's 
financial success, and development of organizational leaders from within rather than 
through recruitment. It was also observed that the best employers are not necessarily 
lobe the best pay masters, inmost cases they pay marginally better. 
It also emerged that apparently 80 percent of attributes of a best employer in one 
country were also the same in any other country. There seemed a consensus among 
employees of best employers regarding the factors that had highest impact on their 
engagement were; relationships with immediate supervisor, development 
oppanuniries, work life balances, and reward -recognition. The senior leadership 
adhered to strong values thereby creating a positive organizational culture. it was 
brought out that best employers view talent management as an important investment, 
not cost. They focus on building a high performance environment and clearly 
articulate the elements of their organization's culture. Further rewards were used as a 
differentiating toot to bui[d leaders at all levels. Hewitt's, global studies also revealed 
that best employers had much lower employee turnover. In US it was 50 percent 
compared to others, in India it was 45 percent tower. 
In their study of 19 highly admired operating companies in India Ahmad and 
Chopra (2004), identified five distinguishing characteristics of high performance 
organizations, namely 
• Inspiring leadership; the driving force. 
• Innovative strategies; conceptualization of business. 
• Distinct identity; purpose, value and culture. 
• Process driven execution; processes, logistics and technologies. 
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• Win-win relationships; satisfying all stakeholders. 
A study on companies that consistently outperformed their industry, both in term of 
market capitalization growth and revenue growth was carried out by Business Today 
& A.T Kearney (2005) from 2003-05 by short listing 50 companies having market 
capitalization growth (minimum Rs. 50 crore) and revenue growth (minimum Rs. 100 
crore). The survey revealed some surprising results as regarding responsibility of 
immediate supervisor for training of his subordinates; 70 percent replied in negative. 
Similarly 84 percent indicated that there was no linkage between knowledge 
management system and employees' performance appraisal. Also 60 percent 
companies did not have a web based knowledge management system. Regarding 
company's globalization targets 48 percent employees were found unaware. However 
there were certain common threads that run through India's best managed companies. 
All of them had focused on five key areas: implementation of core values and 
leadership competencies, redefinition of company's people philosophy, investment in 
the key HR productivity levers, realignment of the HR organization with the needs of 
the business, and the development of a clear and consistent, leadership and succession 
planning model. It was observed that access to capital and technologies had ceased to 
be factor of competitive advantage, the quality of a company's workforce is all that 
differentiates from competitors. It was proposed, based on observations during the 
study that Indian companies would face talent scarcity and would require four step 
processes across the organizational hierarchy to meet these challenges, viz identifying 
talent through robust performance appraisal system, identifying successors by 
matching available skills with job requirement, developing talent through adequate 
employee development and training , and providing exciting work and support 
mechanism to retain the talent. 
An HRD audit of 12 leading Indian corporations in mid 1970s by TV Rao (2008) has 
indicated that the HRD function was not well structured and mainly convenience 
driven rather than system driven. The structure and competencies were not fully tuned 
with integrated HRD system model crystallized by Pareek and Rao. However, 
performance management and training systems were found in a developed state to a 
great extent. OD, feedback and counseling were at next level of maturity while 
potential appraisal, career planning and development were the least developed. 
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As the once-roaring economy descends from prosperity, some companies have been 
forced to dismiss large numbers of employees in layoffs; the job market still 
continued to be strong for talented executives (Mazumdar, 2008). Even the lay-off 
should be managed successfully by proper performance review and training process 
that is fair and perceived to be fair. 
The issue of availability of quality people was brought by Agrawal & Roy (2009). 
They have mentioned that quality people were no longer available in large numbers. 
Also they were not easily replaceable and were relatively expensive. The problem of 
quality is quite acute in India as revealed through the assessment undertaken by The 
National Accreditation Assessment Council (NAAC) set-up in 1994. Closer industry-
academia interaction measures have been suggested for increasing the availability of 
quality people. 
The survey of literature in area of `talent management' revealed that it has emerged as 
crucial factor for competitive advantage in current business scenario. The growth 
explosion in last few years particularly in Asia, and the aging population in western 
world has caused talent scarcity across the globe. It is evident from studies of various 
authors and HR consultants that attraction, selection, development and retention of 
talent is the key challenge in new knowledge based economy. Talent management has 
emerged as the key differentiator in sustaining growth and to counter competition. To 
conclude, in current business scenario, finding, managing and retaining talent has 
become far more challenging than in the past, requiring new approaches on part of the 
organization. 
From the above literature survey it can be observed that limited studies on talent 
management has been carried out related to public sector units, particularly the oil 
industry. Any private sector or multinational company coming up in the petroleum 
business or related industries, targets at the experienced professionals of oil PSUs in 
order to meet their requirements. In a situation seemingly disadvantageous & 
vulnerable to oil PSUs, a need is felt to have a deep insight into the issues and 
challenges faced by these companies in executive talent management. 
The next chapter presents to the methodology adopted in pursuing this study, the 
problem statement, research objectives, purpose, method of analysis and limitations of 
the study. 
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Chapter —4 Research Methodology ,~, 	, ' - 
4.0 Introduction 
Executive Talent Management encompasses collective actions that an organization takes 
to attract, engage, develop and retain executives with critical competencies. Leaders of 
successful organizations have realized that organizations need the best talent to face 
tough time, or to take advantage of the good times. The key differentiator between 
organizations in competitive globalized environment is the quality of their executive 
talent. Hence the subject chosen for study in respect of oil sector in India. The 
methodology adopted for analysis of preset processes of executive talent management in 
Oil Sector PSUs is described in this chapter. 
4.1 Description of Problem 
Indian economy has been growing at high rates for the last few years. This growth rate is 
expected to be in range of 5-7% in next few years as well. Current slowdown is likely to 
be a short-term phenomenon in context of Indian scenario. Energy is an important input 
in the growth of any country. In commercially exploitable energy sources, oil and gas has 
a high share of more than 30%. Exploration of oil, its development and further 
downstream processes demand technological sophistication. 
Oil PSU executives are expected to have specialized skill and expertise in the area of 
exploration, production, refining, transporting and marketing of petroleum products over 
the years. Any private sector or multinational company coming up in the petroleum 
business or related industries, targets at the experienced professionals of Oil PSUs in 
order to meet their requirements. Also there is high demand of experienced Indian talent 
in gulf and other oil exporting countries. In view of the same, and also looking into the 
fact that in the post Administered Price Mechanism (APM) scenario, today oil PSUs are 
facing a tough competition in a customer driven market. Attracting, developing and 
retaining multi skilled professional and high performer is a difficult challenge. The 
prospect of losing the key talents always looms large, affecting the sustainability and 
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growth of the business. Oil PSUs have lost many of the experienced and competent 
employees at different levels to their competitors. As per Jayaswal & Banerjee (2008), 
nearly thousand executives have left ONGC in last 5-7 years. IOC lost more than 600 
executives in last 5 years, GAIL lost 150 during 06-08. This loss is experienced by other 
public sector oil companies as well. Void created by this loss is making significant 
difference in the competitive advantage of the PSUs. There is no denying the fact that, 
what really matters is the quality of executives serving the organization, their knowledge 
and skill in respective areas. 
The overall industry attractiveness of oil sector is rather low in comparison to other sun-
rise industries. The success of IT and [TES sectors in the country has motivated large 
numbers of engineering graduates to join that sector. Many petroleum sector executives 
also have taken lateral job shifts in these emerging areas. MNCs and private sector 
companies are also in a position to pay and compensate at market competitive rates. 
However. PSU wages are revised only after a relatively long span of 10 years like 
Government departments. Further oil industry is generally associated with tougher 
working conditions with postings in smaller I remote i hardship locations such as 
Bombay high, Leh, Kargil, Arunachal Pradesh and other North Eastern areas. Hence 
attracting talent to oil industry and particularly to public sector companies is posing a 
serious challenge. 
While at organizational level, each company in the oil and gas sector is facing unique 
talent management challenges depending upon long-term organizational plans leading to 
specific strategies. The sector as a whole is expected to face challenges in this era of 
talent resource crunch in attracting, developing and retaining the best talent for sustaining 
the organizational growth. 
In a situation seemingly disadvantageous & vulnerable to oil PSUs, a need is felt to have 
a deep insight into the issues and challenges faced by these companies in executive talent 
management. They need to develop appropriate plans and processes for providing the 
next generation of industry leaders. With the buoyancy in economy (notwithstanding 
current temporary phase), recruiting and hiring top talent remains priority for most 
organizations. Also equally important is the growing need of retaining current employees 
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and developing their talent. If the companies show complacency in managing executive 
talent it would prove harmful in long run. Even in a tight job market, there would always 
be a demand for the best and the brightest executives. And, as the economy slows down, 
companies would need their most talented employees more than ever. Therefore 
attracting, keeping and developing high performers remain a high priority. 
So a need is felt to explore range of issues in managing talent across the oil PSUs with 
specific focus on frameworks, tools and processes that could be easily adapted and 
applied in these organizations for talent management. 
4.2 Research Objectives 
This research study attempts to find out the current practices followed in oil PSUs 
particularly in Indian Oil Corporation (IOC) for managing executive talent. Also it aims 
to suggest better ways for attracting, developing and retaining the executives. The 
objectives are summarized below: 
1. To study the present processes of executive talent management in Oil Sector 
PSUs with a specific reference to Indian Oil Corporation. 
2. To develop an understanding about various factors to be considered while 
formulating talent management strategies through literature survey and research 
work in this area. 
3. To assess employees' perception on various dimensions of talent management in 
oil PSUs. 
4. To propose measures for enhancing efficacy of executive talent management 
system for Oil sector PSUs particularly Indian Oil Corporation. 
4.3 	Research Hypotheses 
Based on extant literature and objectives of the study, four null hypotheses (Hoi to Ho4) 
were framed. As segmentation (grouping) based on categories/ levels is an important 
attribute for talent management system (TMS), hence the hypotheses were developed to 
measure the overall difference in perceptions of various categories of executives on 
various dimensions of TMS. This is expected to help in designing category specific 
management intervention for talent management. 
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The null hypotheses considered for the study are listed below: 
H01 : Significant differences do not exist in the perception regarding talent management 
system in oil sector PSUs among different hierarchical levels. 
Hoe: Significant differences do not exist in the perception regarding talent management 
system in oil sector PSUs among different age groups of executives. 
Ho3: Significant differences do not exist in the perception regarding talent management 
system in oil sector PSUs among executives having different length of service. 
Ho4: Significant differences do not exist in the perception regarding talent management 
system in oil sector PSUs among different functional groups of executives. 
4.4.0 Research Design 
Descriptive surveys are often used to ascertain views and opinions of the employees in an 
organization (Reeves & Harper, 1981). These surveys are often used to understand the 
behavior and perception of employees as regards motivation, job satisfaction and 
engagement. Even in these surveys, a review of earlier research and literature is 
important to determine what kind of questions are to be included (Ghauri, Gronhaug & 
Kristianslund, 1995). The precise wording of questions is crucial in achieving maximum 
validity of survey information (data) collected through asking questions (Sudman & 
Bradburn, 1989). 
in order to carry out the survey, first the secondary data was perused from literature 
survey, published report of oil PSUs, growth statistics from ministry of Petroleum and 
Natural gas, report of `Standing Committee on public Enterprises' (SCOPE) on 
manpower study for oil industry, Best Employers Surveys and other documents of IOC. 
Subsequently, the environment scan was conducted. On the basis of secondary data, 
findings from environment scan, literature survey and discussions with few select 
executives of Oil sector, the questionnaires were prepared. 
4.4.1.0 Questionnaire Development 
The primary data collection is directed to understand the current perception of existing 
executives, as well as, of the past executives in the organization, so as to ascertain their 
perception on talent management system in their companies. Since, the number of 
respondents was quite high and close anticipation of probable responses was possible. 
Structured questionnaire were used for this research effort. Mostly close ended questions 
with fixed and scalar response were used. Only in some cases, where it is felt necessary, 
open ended questions eliciting a qualitative response were asked. 
The significant variables, which drive the talent management process and the framework 
of the questionnaire, were identified through a survey of literature such as HRD Score 
Card 2500 (Rao, 2008), Psychological and Social instruments (Pareek,1992), Best 
Employer surveys, Employee Engagement surveys and other research conducted in this 
field as well as discussion with different levels of executives in the corporation. 
Each attribute was assessed by the respondents on a 5 point rating scale as given below. 
Table: 4.1 - Five point rating scale for questionnaires. 
Points Meaning Level of Agreement 
5 Very much true 90 to 100% 
4 Mostly true 75% (or close to 75%) 
3 Somewhat true 50% (or close to 50%) 
2 Not true at most of the times 25%(or close to 25%) 
1 Not at all true 0 to 10% 
Source: TV Rao , HRD audit questionnaires in `Evaluating HRD' edited by Udai Pareek (1997) 
Three sets of questionnaires were prepared; 
1. First one for newly joined (trainee) executives; each individuals were asked to 
indicate his/her perception against each dimension and its attributes which 
attracted them to join the company. 
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2. Second for existing executives; each individuals were asked to indicate his/her 
perception against each dimension and its attributes with reference to his/her 
experience of TMS as an executive in the corporation. 
3. Third for executives, who has resigned (quitters), in order to captures their views 
about their past experiences with oil PSU & reasons for leaving the company. 
The effort was to design a crisp and user friendly que: tionnaires, to ensure prompt and 
complete response. Often respondent get tired and lose interest in answering the long 
questionnaire (Ghauri, et at., 1995). The precise wording of questions was crucial in 
achieving maximum validity of survey information (data) collected through asking 
questions (Sudman & Bradbum, 1989). 
In view of the above, questionnaires for TMS were designed on six dimensions with five 
attributes of each dimensions leading to a total of 30 questions. 
1. Pay and compensation 
2. Great company 
3. Scope for growth and development 
4. Reward and recognition practices in the organization 
5. Quality of life 
6. Performance management 
While the questionnaires for newly joined had only five dimensions leading to a total of 
twenty-five questions being new in the organization they don't have the experience of 
performance management system. A copy of the questionnaires is placed as annexure (i-
iv). 
4.4.1.1 Results of Pilot Study 
The preliminary questionnaire was pre-tested. The aim was to ensure that the questions 
were eliciting the required responses, identify ambiguous wording or errors before the 
survey was carried out on a large scale (Zilunuud, 2000; Burns &Bush, 2002; Malhotra, 
2007). It should be noted that prior to pre-testing, four professionals were asked to review 
the questions and give their opinions in the quest for content validity. Respondents were 
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requested to suggest additional variables/attributes, if any, besides commenting on the 
general aspects of the questionnaire design. Some overlapping and possible double 
answer questions were detected and deleted from the list. After the review process, the 
questionnaire was ready to be pre-tested in an exploratory survey. 
The pre-testing involved a pilot survey in Sept 2008 on 74 executives at Indian Oil 
Institute of Petroleum Management at Gurgaon. The surveys were personally 
administered and a total of 66 questionnaires were collected. After screening, 15 of the 
questionnaires were found unusable because of missing values, which resulted in 51 
usable responses for analysis. 
4.4.1.2 Reliability Analysis 
Cronbach's alpha is the most common form of internal consistency reliability 
coefficient. Alpha equals zero when the true score is not measured at all and there is only 
an error component. Alpha equals 1.0 when all items measure only the true score and 
there is no error component. By convention, a lenient cut-off of 0.6 is acceptable in 
exploratory research. Mean of inter-item correlations for a scale provides information 
about whether that scale is uni-dimensional or not. If the inter-item correlations are 
high, then there is evidence that the items are measuring the same underlying 
construct. The data was tested for reliability and yielded a Cronbach alpha (Cronbach, 
1951) score ranging from 0.584 to 0.931 as presented in table in 4.2. 
4.4.1.3 Factor Analysis 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy, and Bartlett's Test of Sphericity are 
two statistics on the SPSS output, which provides information that data is appropriate for 
carrying out Factor Analysis. 
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Table: 4.2 Pilot study- Reliability Analysis : Cronbach's ALPHA 
Cronbach Alpha Inter-Item 
Correlation (Mean) 
Overall (30 Items) 0.931 0.311 
Pay and Compensation (5 Items) 0.792 0.433 
Great Company (5 Items) 0.746 0.370 
Scope for Growth and Development 
(5 Items) 
0.806 0.454 
Reward and Recognition Practices in the 
Organization (5 Items) 
0.826 0.486 
Quality of Life (5 Items) 0.584 0.219 
Performance Management (PMS) 
(5 Items) 
0.846 0.524 
Kaiser-Meyer-Olkin measure of sampling adequacy generally indicates whether or not 
the variables are able to be grouped into a smaller set of underlying factors. 
• High values (close to 1.0) generally indicate that a factor analysis may be useful 
with data. 
• If the value is less than 0.50, the results of the factor analysis may not be useful. 
Bartlett's test of sphericity is used to test the null hypothesis that the variables in the 
population correlation matrix are not-correlated. The observed significance level is 0.000. 
It is small enough to reject the hypothesis. It is concluded that the strength of the 
relationship among variables is strong. It is a good idea to proceed for factor analysis of 
the data. 
The data presented in table 4.2 supports the use of factor analysis and suggest that the 
data may be grouped into a smaller set of underlying factors. 
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Table-4.3 KMO and Bartlett's Test 
Kaiser-Meyer-Olkin Measure of Sampling 
0.672 
Adequacy. 
Bartlett's Test of Approx. Chi-Square 1078.295 
Sphericity df 435 
Sig. 0.000 
4.4.1.4 Exploratory factor analysis (EFA) 
Exploratory factor analysis using Principal Component Analysis and Varimax rotation 
with Kaiser Normalization resulted in eight factors (Table 4.4). 
Exploratory factor analysis (EFA) seeks to uncover the underlying structure of a 
relatively large set of variables. The researcher's prior assumption is that any indicator 
may be associated with any factor. This is the most common form of factor analysis. 
There is no prior theory and one uses factor loadings to intuit the factor structure of the 
data. There are several different types of factor analysis, with the most common being 
principal components analysis (PCA) with Varimax rotation, which is preferred for 
purposes of data reduction. 
The results of the pilot study in-term of reliability (Cronbach alpha score ranging from 
0.584 to 0.931) and factor analysis (table-4.4) suggested that instrument developed (Six 
Dimensions), can be used meaningfully for this study. 
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Table: 4.4 - Pilot Study - Factor Analysis 
Factors 
1 2 3 4 5 6 7 8 
Salary Market Competitive 
0.579 
0.717 
0.774 
0.693 
0.830 
Wealth Creation Opportunity 
Good Retirement Benefits 
Performance Based 
Compensation 
Excellent Perks 
Well Managed Company 0.528 
0.814 
0.623 
0.653 
0.865 
Diverse Background 
Exciting Industry 
Strong Performance Culture 
High Reputation 
Career Advancement 
Opportunity 
0.414 
0.482 
0.425 
0.591 
0.608 
Mentoring Culture 
Performance Based Promotion 
Training Program 
Competency Mapping 
Employee Recognition 0.532 
0.485 
0.467 
0.865 
0.835 
Foreign Assignment 
Encouragement to Innovate 
Fair Reward System 
Individual Contribution Reward 
Challenging Work 
0.789 
0.558 
0.792 
0.623 
0.881 
Meet Personal Commitment 
Choice for Place of Posting 
Reasonable Work Places 
Job Security 
PMS Yielded Good Ideas 0.690 
0.638 
0.877 
0.751 
0.445 
Emphasis on Ongoing Feedback 
PMS Key Business Process 
PMS Effectively Practiced 
Strengthening Talent Pool 
Extraction Method : Principal Component Analysis. 
Rotation Method 	: Varimax with Kaiser Normalization. Rotation converged in 18 
iterations. 
Total Variance explained: 75.903% 
4.4.1.5 Interview Design 
Researchers recognize three different types of interview situations which in turn require 
three different types of questionnaires e.g., structured, semi-structured and unstructured 
(Hague, 1993. p.21). Semi-structured interviews differ from an unstructured and a 
structured interview, They differ from unstructured interviews as topic and issues to be 
covered, sample size, people to be interviewed, and questions to be asked have been 
determined beforehand ((Tihauri, et al., 1995, p.64). 
Figure 43: A topology of Interviews 
Primary data-Interviews 
Interview by mail 	Interview by phone 	Personal Interview 
Source; Researcher's distillation. 
Through semi-structured interviews information about attitudinal and value laden 
material, which are social sensitive can be obtained (Jankowicz, 1991). Literature 
available on semi-structured interviews emphasized that question form should be such 
that respondent is able to understand easily (Suchmann & Presser, 1976; Seta, 1984; 
Mishler, 1986; Fowler & Mangione, 1990). 
For this study in depth interviews were conducted with key informants i.e. HR top 
executives and top management of line functions (operation, maintenance, project etc.). 
These interviews helped not only in data collection but also helped in ideas generation. 
More accurate and clear picture of respondent's position and behavior can be judged 
through in-depth interviews (Churchill, 1991).For top HR and other top management 
level executives, open ended semi- structured interview questions were designed to 
capture their view on various aspects of talent management in their companies and future 
plans for strengthening the TMS. 
4.4.1.6 Key Components of Research Strategy 
In nutshell, the research strategy employed in this study is crystallized below: 
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• Literature survey for identification of the concepts and factors related to attraction, 
development and retention of talented executive 
• Environment Scan of oil industry in India 
• Collection of exit interview data 
• Feedback from new recruits 
• Preparation of Questionnaires for generation of primary data 
• Questionnaire survey among oil sector executives 
• Structured interviews with top executives in Oil Sector particularly the HR heads for 
gathering qualitative responses 
• Analysis of the responses 
• Focus Group Discussion for consolidating responses and crystallizing the ideas 
• SWOT analysis 
• Recommendation and conclusions 
Figure 4.2 Steps of Research 
Aims of the 	 Literature 	Preliminary conceptualization 
Study 	 Review of the study 
Designing the Research 	Revised 	 Environment 
Instruments 	 Conceptualization 	Scan 
Questionnaires 
formulation 
Statistical 
Analysis 
Interpretation of 
Data Analysis 
Pilot 
Study 
Data Processing. 
Preparing the 
data for analysis 
Focus Group 
Discussion 
Sample 
Design 
Field Work: 
Actual Data 
Collection 
SWOT 
Analysis 
Questionnaire 
Distribution 
Depth Interviews 
of Top Executives 
Recommend 
ations & 
Action plans 
Source: Researcher 's distillation. 
Summary & 
Conclusions and 
Future Direction 
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Based on above, developed the recommendations and action plans, for design and 
improvement in executive talent management system in Oil sector PSUs. 
4.4.1.7 Sampling Plan 
The study explores the issue of talent management in oil sector PSUs with specific 
reference to Indian Oil Corporation. Hence questionnaire survey of 607 executives 
conducted across major oil PSUs namely IOC, GAIL, ONGC. HPCL, BPCL, CPCL & 
OIL, mainly focusing across all divisions of Indian Oil Corporation, the largest and the 
leading oil sector company in India. The non-probability, judgment and convenience 
sampling system were employed but a representative cross section of the respondent was 
ensured. 
As per the existing hierarchical structure of the organization, there are nine grades of 
executives, starting from the bottom most grade "A" (Officer) to the topmost grade "I" 
(Executive Director) below the board of directors. For the purpose of this study, the 
grades A,B, & C are considered as representing the junior level management, D & E 
middle level management, F & G as representing the senior level management and the 
grades H&I as the top level management. 
Table: 4.5 - Executive grades in Indian Oil 
Sr.No. Management Level Grade Designation 
1 Junior Management A Engineer/account officer/HR Officer 
2 B Senior Engineer/SACO/SHRO/AM 
3 C Dy. Manager 
4 Middle Management D Manager 
5 E Senior Manager 
6 Senior Management F Chief Manager 
7 G Dy. General Manager 
8 Top Management H General Manager 
9 1 Executive Director 
Board of Directors 
Source: Indian Oil Corporation Limited (2008) 
4.4.1.8 Data Collection and Analysis 
For the purpose of this study both primary as well as secondary sources of data collection 
has been used. 
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4.4.1.9 Primary Data 
• In this study questionnaire survey was conducted to collect data regarding perception 
of existing executives w.r.t. TMS in various oil PSUs. 
• A questionnaire survey was conducted among executives who have left (resigned) the 
organization in recent past. 
• Intensive interviews were carried out with top executives from line as well as HR 
function, to capture their viewpoint on the issue of talent management in current 
context as well as futuristic vision. 
4.4.2.0 Secondary Data Sources. 
• Secondary data in respect of existing practices of recruitment, executive 
development and succession planning etc. 
• Company reports 
• Exit interview records 
• Feedback from new recruits 
• Company records/ archives 
• Published sources 
• Various survey results from magazines, journals etc. such as best employer 
survey 
• Awards received in field of talent management or best HRD practices 
• Studies carried out by SCOPE and MOP&NG on talent requirement in Oil PSUs 
4.5.0 Pattern of Analysis 
Mean is an important measure of central tendency. Standard deviation gives additional 
information about spread of values in the data set. This helps to judge the dispersion of 
values across the mean (Levin & Rubin, 1991).The statistical analysis of results was done 
by computing mean scores and standard deviation of different attributes related to the 
major dimensions, from the responses. The statistical analysis was done using advance 
SPSS package. These findings were further crystallized through focused group 
discussions. 
SWOT analysis was carried out based on environment scan, results of primary data, 
group discussions and inferences from secondary data. On the basis of above analysis, the 
recommendations and action plans for executive talent management were formulated for 
oil sector PSUs. 
4.6.0. Limitations of Study 
E':ery study has its share of limitations and shortcomings, although efforts were made to 
minimize, if not eliminate the limitations. At the same time, despite limitations, the study 
is expected to contribute in helping Oil PSUs in improving talent management system in 
their organizations. 
Key limitations are as follows; 
1. Only executives in various grades were covered under this study. Workers were 
not covered. 
2. As the oil sector executives are spread across the length and breadth of the 
country only limited number of current and former (quitters) executives could be 
approached for responses. 
3. Some companies were not forthcoming to share their attrition rate and other 
recruitment data. 
4. Majority of responses have been received from Indian Oil Corporation limited 
and GAIL (1) Limited. 
5. Study is aimed at suggesting measures for managing executive talent in Oil PSUs 
with a specific focus on Indian OR Corporation; the other key areas are described 
in general. 
Based on the concepts perused and methodology developed, the next chapter covers 
primary and secondary data analysis, their results and SWOT analysis. 
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Chapter - 5 Results and Discussion 
5.0 Data Analysis and Interpretation 
This chapter presents the data analysis and interpretation of responses. Data was 
collected primarily through questionnaire survey. Top management interviews were 
also conducted in respect of executive 'talent management system' (TMS) in public 
sector oil industry (PSUs). Secondary and published sources were also explored to 
understand this phenomenon. 
5.1.0 Analysis of Secondary Data 
Secondary data was collected from various company and industry reports, exit 
interviews as available in company records, recruitment data, awards filed and press 
statements of oil companies (PSUs) etc. 
5.1.1 Executive Strength 
The total strength of executives in IOC has remained almost same in the preceding four 
years as is evident from table 5.1 
Table: 5.1 - Executive strength in IOC 
Year 2003-04 2004-05 2005-06 2006-07 2007-08 
Number 10432 10667 10745 11055 12243 
Source: Indian Oil records (2008) 
	
* IBP merger 
The data of executives who had opted for retirement under voluntarily retirement 
scheme (VRS) in preceding years is presented in Table 5.2. 
Table: 5.2 - Executive opting VRS in IOC 
Year 2003-04 2004-05 2005-06 2006-07 J 2007-08 
Strength 75 67 48 19* L64 
Source: Indian Oil records (2008) 	*pay scales were due for revision 
Out of a total employee strength of 31945 (31st March-2008) in IOC, the number of 
executives were 12243. The grade wise break up of executives in term of percentage is 
presented in table 5.3. 
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Table: 5.3 - Grade wise strength in IOC 
A 	
2555 	
D 	F 	 H 
3043 	2749 	 I353 	 329 783 	 	123 	59 
24.8% 	22.5% J 20.8% 	11 ;0 	9.93% 	6.4% 	2.7% 	1.0% 	0.48% 
Source. Indian Oil Corporation records (2008). 
The above data revealed that the pyramid structure of the organization has got 
distorted. It is tending to take the shape of a stepped pyramid instead of desirable shape 
of organizational smooth pyramid. This hints at likely problems in respect of 
succession planning in the company. Key reasons of this distortion are: 
• The restriction on recruitments during preceding years in order to reduce 
manpower. This is apparent from Table 5.1 as well. 
• A good number of officers in lower grades had opted for VRS (Table 5.2). Also 
during year 2000, under special VRS scheme, 750 officers adopted for 
retirement. 
• Promotion policy agreed with association for promoting executives in higher 
grades (up to grade-F) when Ite/she fulfils certain criteria. This distortion is also 
obvious from Table 5.3. 
Government's restriction on recruitment, VRS and adhoc promotion policy has created 
distortion in organizational structure and stagnation particularly at grade F. Also in 
lower grade there are not enough promotable qualified executives. The stepped 
structure of pyramid is causing frustration particularly in A, B & C grades as they do 
not find much change in job or status with promotion to higher grade. 
5.1.2 Analysis of Recruitment Data 
Recruitment data in terms of number of advertised vacancy against applications 
received during last three years, for all India open advertisement is presented in table 
5.4. 
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Table: 5.4 Applicants v(s Available posts in IOC 
Year 
2006 
_No, of posts 
343 
No. of ap licants 	Posts vs. Applicants 
66350 _ I: 	193 
2007 I 	344  44576 I 	1:129 
2009 f 586 55999 1:96 
Source: Indian Oil records (2008) 
The above data indicates that the basic ratio still appears good. However, there is 
declining trend in respect of number of posts advertised vs. number of applicants 
(Table 5.4), implying that lesser and lesser number of candidates is showing interest in 
oil PSU jobs. 
5.1.3 Attrition Rates 
This issue was examined by analysing the attrition rates of the organization in the last 
four years as presented in Table 5.5 
Table: 5.5 Attrition data of IOC 
Sr.No. Financial Year Employees tendering 
resignation 
Percentage 
1 2005-06 117 1-09 
2 2006-07 166 1.49 
3 2007-08 174 1.42 
4 2008-09 105 (till Feb 09) 0.86 
Source: Indian Oil Corporation records (2008-09). 
Last three years' attrition data of GAIL (I) Limited is presented in Table 5.6 
Table: 5.6 Attrition data or GAIL 
Sr.No. Year Employees resigned 	Percentage 
1 2006-07 74 	 2.05 
2 2007-08 75 2.08 
3 2003-09 62 (till Feb 09) 131 
Source: GAIL training institute, NOIDA (2008-09) 
Due to increased exploration and production (E&P) activities, oil PSU firms like 
ONOC and OIL have lost talented executive to MNCs and private firms like Reliance 
and ESSAR. As compared to 134 executives leaving ONGC in 2005, as many as 328 
executives left ONGC in 2006 and this trend is continuing. Mainly specialist such as 
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geologists, drillers, reservoir engineers and production engineers had opted out of 
ONGC in last 4-5 years (Sharma, 2009). 
The average attrition rate in oil sector is 1.5 to 2%. Attrition issue in oil sector is not the 
numbers but the loss of core specialisation or best talent, which was nurtured through 
heavy investment in training, job rotation and other exposures. 
5.1.3.1 Grade wise attrition 
Grade wise analysis for attrition data of last three year was carried out for IOC to 
ascertain, in which grades attrition have been more. 
Table: 5.7 - Grade wise analysis of attrition rates in IOC 
Year A B C D E F G H 1 
2006-07 40 53 35 7 12 11 2 2 ~! 
2007-08 54 33 47 12 10 13 2 2 1 
2008-09* 35 25 16 10 7 7 3 2 - 
Total (449) 129 1 1 1 98 29 29 31 11 6 5 
Percentage 28.74 24.72 21.81 6.45 6.45 6.90 2.45 1.33 1.12 
Source: Indian Oil Corporation report (2008). 	 *till Feb 09. 
The attrition rate was higher in lower grades. The possible reasons are: 
• After joining and assessing the organizational environment in depth, some of 
the executives quit as they might have found a gap between reality and their 
expectations. 
• In A, B & C grades there was no much change in job or status with promotion 
to higher grade as the organizational structure was cylindrical for these lower 
grades (Table: 5.3) 
• Younger group has lesser liability/ family commitments vis a vis senior 
executives. The young generation is more mobile and adventurous. They also 
have more options for lateral shift in other fields such as IT enabled services. 
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5.1.4 Analysis Based on Exit Interviews 
Exit interviews are a tool to assess why people choose to leave an organisation. This 
information can help in designing attraction and retention strategies (Madhu, 2007; 
Sharma, 2009). 
While examining exit interview records of one hundred thirty former IOC employees 
who have resigned, it was observed that a large number (more than 40 percent) of 
outgoing employees were not forthcoming in their responses during exit interviews. 
Summary analysis was done for balance seventy eight exit interview data, where 
substantial response was there. The major reasons for leaving the company as emerged 
out from this exercise are presented in Table 5.8. 
Table: 5.8 — Major reasons for leaving the company (IOC) 
Sr. No Major reasons Frequency 
Nos. % 
I Lesser scope for growth and development. 60 77 
2 Place 	of 	posting/location 	affecting 	family 	and 
children. 
58 74 
3 Pay and compensation not market competitive 54 69 
4 Lack of transparency in promotions, rewards and 
recognition. 
36 46 
5 Work environment 28 35.8 
6 Procedural 	bottlenecks, hence 	lesser freedom 	of 
decision making in lower grades. 
26 33.3 
Source: Indian Oil Corporation report (2008). 
Other issues mentioned by these quitters were lack of accountability, long hierarchical, 
social status, limited scope for socialisation, family issues, job assignments etc. 
5.2 Analysis of Questionnaire Responses 
Responses received from six hundred and seven respondents comprising new recruits, 
present and past (resigned) executives of various oil sector companies were analysed. 
Responses on all the six major dimensions and their attributes were analysed to capture 
the respondents' perception on these attributes in respect of their companies' talent 
management system (TMS). The main dimensions considered are; 
74 
A. Pay and compensation 
B. Great company 
C. Scope for growth and development 
D. Reward and recognition practices in the organization 
E. Quality of life 
F. Performance management (not z..pplicable to new recruits) 
5.2.1 Demographic profile of sample 
The demographic profile of respondents is presented in table 5.9: 
Table: 5.9 - Demographic Profile of respondents 
Frequency 	Percent 
Category 
New Joinee 
Junior Management 
89 	 14.7 
213 35.1 
Middle Management 162 26.7 
Senior Management 122 20.1 
Quitter (those who resigned) 21 3.5 
Organization 
IOC 
BPCL 
	
492 	 81.1 
16 2.6 
HPCL 3 0.5 
GAIL 55 9.1 
ONGC 6 1.0 
OIL 18 3.0 
CPCL 1 1 1.8 
Others 6 1.0 
Years of Service 
Less than one year 90 14.8 
1-10 Years 133 21.9 
11-20  Years 181 	 29.8 
More than 20 years 203 33.4 
Age Profile 
Up to 30 years 129 	 21.3 
31-45 years 
More than 45 years 
 259 _ 42.7 
219 	 36.1 
Function Engineering  475 	i 	78.3 
Services 132 21.7 
Gender Male 584 
	 96.2 _ 
Female  23 3.8 
Total 607 	 100.0 
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5.2,2 Final Reliability and Factor Analysis 
By convention, a lenient cut-off of 0.6 is acceptable in exploratory research. The data 
was tested for reliability and yielded a Cronbach alpha score ranging from 0.725 to 
0.94 against pilot study result of 0.584 to 0.931. 
The inter-item correlations are high; it is evident that the items are measuring the 
same underlying construct. 
Tablet 5.10 - Reliability Analysis: Cronhach's ALPHA 
Cronbach 	 Inter-Item 
Alpha Correlation (Mean) 
Overall (30 Items) 0.940 0.343 
Pay and Compensation (5 Items) 0.818 0.473 
Great Company (5 Items) 0.785 	 0.421 
Scope for Growth and Development (5 
Items) 
0.821 0.479 
Reward and Recognition Practices in the 
Organization (5 Items) 
0.858 0.548 
Quality of Life (5 Items) 0.725 0.344 
Performance Management (]'MS) (5 Items) 0.879 0.592 
Kaiser-Meyer-Olkin measure of sampling adequacy is 0.948 which confirms that 
variables are able to be grouped into a smaller set of underlying factors. The observed 
significance level of 0.000 in Bartlett's test of sphericity indicated that the strength of 
the relationship among variables is strong. 
Table-5.11- KMO and Bartlett's Test 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy 0.948 
Bartlett's Test of Sphericity Approx. Chi-Square 7759.705 
Df 435 
Sig. .000 
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5.2.3.0 Exploratory factor analysis (EFA) 	 - 
Exploratory factor analysis using Principal Component Analysis and Varimax rotation 
with Kaiser Normalization resulted in five factors against the eight factors observed in 
pilot study. 
Table 5.12: Scores based on Factor Analysis 
Attributes 1 2 3 4 5 
Salary Market Competitive .762 
Wealth Creation Opportunity .776 
Good Retirement Benefits .704 
Performance Based Compensation .543 
Excellent Perks .698 
Well Managed Company .415 
Diverse Background .685 
Exciting Industry .679 
Strong Performance Culture .593 
High Reputation .690 
Career Advancement Opportunity .512 
Mentoring Culture .617 
Performance Based Promotion .633 
Training Program for development .434 
Competency Mapping .643 
Employee Recognition .679 
Foreign Assignment .539 
Encouragement to Innovate .641 
Fair Reward System .687 
Individual Contribution Reward .674 
Challenging Work .475 
Meet Personal Commitment .430 
Choice for Place of Posting .687 
Reasonable Work Places .742 
Job Security .633 
PMS Yielded Good Ideas .655 
Emphasis on Ongoing Feedback .695 
PMS Key Business Process .736 
PMS Effectively Practiced .71! 
Strengthening Talent Pool .661 
Extraction Method : Principal Component Analysis. 
Rotation Method 	: Varirnax with Kaiser Normalization. Rotation converged in 7 
iterations. 
Total Variance explained: 58.92% 
5.2.4.0 Descriptive Analysis 
Subsequent to data cleaning and screening, descriptive analysis of the data was carried 
out. Descriptive statistics including minimum, maximum, means, range, standard 
deviation and variance were obtained for the interval-scaled variables. Skewness and 
Kurtosis were obtained to assess normality. A distribution is said to be normal when the 
values of skewness and kurtosis are equal to zero (Malhotra, 2007). Absolute values of 
univariate skewness indices greater than 3.0 seem to describe extremely skewed data 
sets and absolute values of the kurtosis index greater than 10.0 may suggest a problem 
(Hau, 2005). 
In this study, all variables were tested for normality using LISREL. The figures 
indicated that the data was distributed normally. Of the 607 observed variables, none 
had skewness greater than 3.0. Also of the 607 observed variables, none had kurtosis 
index greater than 6.0. The means for perception ranged from 2.59 to 4.31 i.e. Not true 
to Mostly true. This implies that perception of the respondents is less than their 
expectations on most of the attributes. 
However, the scores were tightly packed around the mean (standard deviation 0.69 
0.84), indicating that most respondents share similar perceptions. 
The data was also slightly skewed towards negative -0.78 to 0.18 and the kurtosis 
ranges from 0.89 to -0.48. The details of descriptive statistics are presented in table 
5.13. 
5.2.5 Interpretation of Data 
The total mean of each item was statistically worked out using the SPSS package. To 
interpret the data, attributes with mean score more than 4.5 (90-100 percent) are rated 
as very much true or excellent, and with mean score less than 2.5 (50 percent) are 
considered not true or weak as presented in table 5.14. 
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Table: 5.13- Perception of executives on various attributes of TMS 
Attribmes N Range Min Max Mean S.D. Var. 	Skew Kurt 
Pay and Compensation 607 4 1 5 2.97 0.82 0.67 	0.18 -0.48 
Salary Market Competitive 607 4 1 5 2.76 119 1.43 0.25 -0.82 
Wealth Creation Opportunity 607 4 1 5 2.70 1.06 1.13 0.25 -0.49 
Good Retirement Benefits 607 4 I 5 3.42 1.05 1.11 -0.31 -0.46 
Performance Based 
Compensation 
607 4 1 5 2.66 1.08 1.18 0.10 -0.61 
Excellent Perks 607 4 1 5 3.30 0.99 0.99 -0.34 -0.30 
Great Company 607 4 1 5 3.82 0.72 0.52 -0.78 0M9 
Well Managed Company 607 4 1 5 3.58 1.03 1.05 ' 	-0.47 -0.28 
Diverse Background 607 4 I 5 3.94 0.95 0.91 -0.93 0.78 
Exciting Industry 607 4 1 5 3.73 0.93 0.87 -033 0.03 
Strong Performance Culture 607 4 I 5 3.61 1.07 1.15 -0.57 -0.20 
High Reputation 607 4 1 5 4.25 0.92 0.86 -t 46 2.27 
Scope for Growth and 
Development 
607 4 I 5 3.12 0.80 0.63 0.02 -0.41 
Career Advancement Opportunity 607 4 1 5 3.24 1.05 1.10 -0.17 -0.53 
Mentoring Culture 607 4 I 5 3.06J 1.03 1.05 -0.08 -0.60 
Performance Based Promotion 607 4 1 5 2.86 Tuio 1.21 0.04 -0.65 
Training program for development 607 4 1 5 3.58 0.99 0.97 -0.49 -0.08 
Competency Mapping 607 4 I 5 2.85 1.04 1 1.08 0.06 -0.59 
Reward and Recognition 
Practices 
607 4 1 5 3.06 0.84 0.71 -0.03 -0.34 
Employee Recognition 607 4 1 5 3.24 1.02 1.04 -0.27 -0.43 
Foreign Assignment 607 4 I 5 2.59 1.11 1.22 0.25 -0.61 
Encouragement to Innovate 607 4 1 5 3.27 1.02 1.03 -0.20 -0.44 
Fair Reward System 607 4 1 5 3.09 1.08 1.16 -0.12 .0.55 
Individual Contribution Rewarded 607 4 1 5 3.11 1.06 1.12 -0.19 -0.58 
Quality of Life 607 4 1 5 3.46 0.69 0.47 -0.28 -0.06 
Challenging Work 607 4 I 5 3.61 	0.98 0.96 -0-57 0.03 
Meet Personal Commitment 607 4 I 5 3.44 	0.9R 0.96 -0.50 0.03 
Choice for Place of Posting 607 4 I 5 2.73 	1.13 1.28 0.08 -0.81 
Reasonable Work Places 607 4 I 5 3.22 1.00 1.00 -0.36 -0.31 
Job Security 607 4 I 5 4.31 0.87 0.76 -1.43 2.18 
Performance Management 518 4 I 5 3.12 0.83 0.70 -0.29 -0.18 
PMS Yielded Good [deas 518 4 1 5 3.22 1.01 1.02 -0.21 -0.46 
Emphasis on Ongoing Feedback SIR 4 I 5 2.95 1.02 1.04 -0.02 -0.49 
PMS is a key Business Process 518 4 1 5 3.06 0.99 0.99 -0.21 -025 
PMS is effectively Practiced 538 4 1 5 3.13 1.00 1  1.01 -0.18 -0.44 
PMS strengthens Talent Pool 518 4 I 5 3.22 1.06 1.13 -0.21 -0.58 
79 
Table 5.14: Mean score interpretation for analysis 
Mean Score Interpretation 
4.51 or more Excellent 
4.01 - 4.50 Very good 
3.51 —4.00 Good 
3.01 — 3.50 Moderate 
2.51 — 3.00 Satisfactory 
2.5 or less Weak 
Source: Researcher's distillation 
5.2.5.1 Overall Analysis 
Across six attributes (Table-5.13), mean scores ranged from 2.97 on lower side (pay 
and compensation) to 3.82 on the higher side (great company), with overall mean score 
of 3.25 for talent management system, as presented in table 5.15. 
Table 5.15: Executives' perception on TMS 
Items Dimensions Mean Rank 
I Pay and Compensation 2.97 5 
2 Great Company 3.82 1 
3 Scope for Growth and Development 3.12 3 
4 Reward and Recognition Practices 3.06 4 
5 Quality of Life 3.46 2 
6 Performance Management 3.12 3 
TMS overall score 3.25 
The perception of executives on various dimensions have varied from satisfactory to 
moderate, with only one dimension rated as good. This suggests that various 
dimensions of TMS are present in oil sector companies varying from satisfactory to 
moderate. PSU oil companies' should consider these findings worth taking note of. Out 
of the 30 attributes considered for the survey executives have rated eight of them 
namely; foreign training and assignment, performance based compensation, adequate 
wealth creation opportunities, choice in place of posting, pay and compensation, 
competency mapping, performance based promotion, and emphasis on ongoing 
feedback in PMS, as just satisfactory. Also it can be further observed from table 5.13 
that another three attributes; mentoring culture, PMS considered as key business 
process, and fairness in reward and recognition are also rated close to satisfactory only. 
It was further observed during detailed analysis that junior managers and in few cases 
middle level managers, have mainly perceived low presence of these attributes in oil 
PSUs. Quitters also have rated these attributes as low, and it was also reflected in their 
exit interview responses (Table 5.8). Another observation is that 75% of executives 
quitting the organization belong to junior management cadre, in first three grades i.e. A, 
B & C (Table 5.7). 
The results of this study clearly indicates immediate need for overall substantial 
improvements in talent management system in oil PSUs, with specific focus on junior 
level managers, for attracting and retaining the best talent. 
The category-wise differences in perception of executives, on individual attributes of 
different dimensions of talent management, have been analysed and discussed 
subsequently (Table 5.16 to 5.19). 
5.2.5.2 Analysis as per Hierarchical levels 
For the purpose of this analysis five categories of executives have been considered 
namely new recruits, junior management (grade A, B & C), Middle Management 
(grade D & E), senior management (grade F & G), Quitters; who had resigned from the 
company. 
The analysis across hierarchical level ("fable 5.16) revealed that there were differences 
on many of the attributes among the executives particularly among junior management. 
quitters and senior management. 
It may be noted that an overall mean score of 2.97 has been observed on the dimension 
of pay and compensation. Among the attributes constituting this dimension market 
competitive salary, substantial wealth creation opportunity and compensation based on 
performance and potential have recorded rather low mean scores of 2.76, 2.70 and 2.66 
respectively. Hence satisfaction level is particularly low on these attributes among all 
the executives. But the lowest mean scores were reported in respect of junior 
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management, i.e., 2.65, 2.60 and 2.58. This indicates a higher level of dissatisfaction 
among lower management cadres. The low ratings are quite natural as junior and 
middle management executives are feeling greater pinch in term of take home salaries 
due to higher commitment on children' education, repayment of car and home loans, 
rent payments etc. The low response of quitters with mean of 2.67, 2.62 and 2.14 on 
these attributes is quite expected as MNCs and private sector salai:es are much higher 
in comparison to PSUs. Also the Anova results (p=0.01) indicates that there are 
differences in the level of dissatisfaction across hierarchical levels in respect of pay and 
compensation. It is imperative that management needs to focus more on enhancement 
of the salary and compensation packages of junior and middle level executives. The 
analysis of attrition data, carried out earlier, had also indicated that more than 75% of 
executives leaving the company are from junior management. 
Analysis of data on the dimension of great company image indicated an agreement 
among all categories of executives on this account. The overall mean score on this 
account is highest (3.82) among all the six dimensions. This reflects the good social 
connect, good management and diverse culture in oil PSUs. The attribute company's 
reputation in society has been rated highest with mean score of 4.25 implying a very 
good reputation. These companies maintain oil supplies across the country at 
reasonable price. Also companies' records indicated that oil PSUs spend 0.5 to 1% of 
their profit on social causes such as health facility, education facility, scholarships, 
maintenance of historical monuments, water supply; particularly in remote and under 
developed areas. 
However, quitters rated strong performance culture and well managed company, 
attributes relatively low with mean score of 2.90 and 3.05. This indicates that these 
attributes are viewed better in their present companies in comparison to oil PSUs. 
However, the Anova results (p=0.02) indicated that significant difference in perception 
exist across hierarchical levels on this account. 
Overall mean score of 3.12, indicated moderate presence of scope for growth and 
development dimension of talent management system in oil PSUs. The attribute of 
career advancement opportunity has been perceived low by quitters (mean, 2.77). This 
perception was also recorded among this group during analysis of exit interviews 
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responses. These executives decided to leave as many of them did not envisage further 
career growth. The attribute on mentoring culture has been perceived low by junior 
management (mean, 293) and quitters (mean, 2.48). This hints at the need of a 
structured mentoring approach in the organisation especially for junior manager. The 
focus on mentoring has been laid only recently during last 2-3 years. The attribute on 
performance based promotions, hay an overall mean of 2.86. New recruits and junior 
management have recorded a mean score of 2.66 and 2.69 respectively. Low rating on 
this attribute is also corroborated by observations in exit interview responses. However, 
senior management's mean score is 3.15. Actually, they are responsibte for deciding 
promotion ofjuniors and middle management executives. Hence, they might be finding 
the system just. This result impresses upon the need of greater transparency and lesser 
subjectivity, in performance ratings and promotions ofjuniors leve! executives. 
The attribute on training programs for growth has a mean of 3.58. The good rating 
makes evident companies' efforts in this direction. All PSU oil companies are having 
good training facilities. The average training man-days are 4-5 per executives, which is 
considered good. IOC won Golden Pea-Cock (2007) and BML Munjal award (2009) in 
the field of learning and development activities. The response against attribute of 
competency mapping overall mean score of 2.85 is low. It was also observed during 
interaction with HR personnel that competency mapping process is done only once in 
2-3 years for very limited number of executives. This indicates that in most oil PSUs, 
the competency mapping process for finding capability gaps, and planning for the 
development of the same is not in place. The Anova results (p=0.01) indicated that 
there is overall difference across hierarchical levels on this dimension. 
Dimension on reward and recognition practices are perceived satisfactory to moderate 
with a mean score of 3.06. The attributes of employees recognition (mean 3.24) 
encouragement to innovate (3.27) and individual contribution rewarded (3.)1), are 
viewed at moderate level. Presently rewards for suggestion scheme, best station and 
best depot are in place. For last 3 years productivity incentive scheme for bonus has 
(20%) individual performance component along with team bonus (80%). Ilene 
executives have responded hit positively on these attributes. Fair reward system (mean, 
3.09) and foreign training/ assignment (mean, 2.59) are rated as satisfactory only. 
Quitter has rated fair reward system very low. This indicates that they perceive that 
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reward and recognition schemes in their present companies better than oil PSUs. 
Hence those schemes can be studied and some of those schemes can be applied in oil 
PSUs. Foreign training/ assignment with mean score of 2.55, is lowest rated attribute. 
Junior management has given a mean score of 2.28, as they have minimal chances of 
going abroad though others might get exposure through study tours/inspection visits 
etc. This clearly indicated that scope for foreign training/ assignment was very lo" in 
oil PSUs. Other possible reason may be the cut in expenditure on foreign training due 
to austerity measures. But low mean score indicates a lesser focus of managements on 
this attribute. Also, Anova results (p=0.01) indicated that there is difference in 
perception across hierarchical levels regarding reward and recognition practices, in oil 
sector PSUs. 
Analysis of data indicated a mean score of 3.46 suggesting that quality of life is 
perceived moderate to good in oil companies. In respect of individual attributes, 
challenging work with mean score of 3.61 indicates that job in oil industry is perceived 
as challenging. It is indeed so, especially in terms of number of projects under 
construction or in planning phase, uncertainties due to highly fluctuating oil prices and 
inherent risk involved in this industry. Mean score of 3.44 is recorded on the attribute 
can meet personal commitment, implying that companies provide facilities and support 
to enable employees meet their personal commitments. On attribute of choice for place 
of posting indicated mean score of 2.73 with S.D. score of 1.14, implying low 
satisfaction and difference in perception on this attribute. The numbers of locations are 
large and spread all across the country. Some of them must have experienced hardship 
on these locations with limited infrastructure facilities. These executives may have 
been at the receiving end on this account. These posting decisions are not discussed and 
disclosed in advance. The consultation process is conspicuous by its absence. 
The attribute reasonable work places has recorded a niean score of 3.22 which is a 
moderate score, implying companies provide good facilities at work places in terms of 
canteen, office space, transport and furniture etc. However, quitters differ on this issue 
with mean score of 2.95. Their current employers might be providing better facilities 
compared to oil PSUs. Job security has received highest rating with mean score of 4.31. 
This reaffirms that job security in oil PSUs is still a point of distinction. Results of 
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Anova (p=0.00) indicated that overall there is difference in perception across 
hierarchical levels of executives on these attributes. 
Analysis of data on this dimension indicated a mean score of 3.12 implying 
performance management system (PMS) is satisfactory to moderate. As the newly 
joined officers have no experience of this process, their responses have not been taken 
into account to maintain fairness of responses. The attributes of PMS yielded good 
ideas (mean 3.22), PMS effectively practiced (mean, 3.13) and strengthening talent 
pool is responsibility of managers (»ream, 3.22) are viewed moderate by all executives. 
The attributes emphasis on ongoing feedback (mean, 2.95) and PMS is a key business 
process (mean, 3.06), are perceived low. The mean score in respect of quitters was 
2.53, probably due to more open and transparent system in their present companies. 
Junior management group, with mean score of 3.06, has also perceived this dimension 
somewhat satisfactory only. More communication and transparency is required with 
this group to address perceived sense of bias in the system.The analysis indicated that 
PMS need certain improvements particularly on feedback and counselling aspect. There 
seems to be a need of greater clarity on Key Result Areas (KRAs). This shall help 
address individual specific biases as well. This aspect also has been highlighted by 
executives during exit interviews, open responses and personal interactions. 
The Anova (p=0.00) results indicated that there are differences among perceptions of 
oil executives with different hierarchical levels, regarding performance management 
systems, in oil sector PSUs. 
The analysis indicates that there is difference in perception among executives across 
hierarchical levels on all the six dimensions of talent management system. Thus, 
overall, the null hypothesis Hal stating that significant differences do not exist in the 
perception regarding talent management system in oil sector PSUs among dif ferent 
hierarchical levels of executives is not accepted. 
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Table:5.16 Analysis Across Hierarchical Levels 
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5.2.5.3 Analysis on the Basis of Age 
For the purpose of this analysis respondents were categorised into three groups. The first 
group included respondent having age up to 3D years. Second group included respondents in 
age bracket 31 to 45 years. This was middle aged group. They were mostly married and have 
more family responsibility incidentally this age group shouldered most of the workload of the 
organisation. The third group included respondents having age more than 45 years. This is a 
senior age group who have adjusted in company culture and most of them are in leadership 
positions. The analysis across age group is presented in table 5.17. This analysis revealed 
differences on many of the attributes among the executives particularly among lower age 
groups and those above age of 45 years. 
On dimension of pay and compensation (mean, 2.97), the following attributes namely market 
competitive salary, substantial wealth creation opportunity and compensation based o.t 
performance & potential have low mean scores of 2.76, 2.70 and 2.66. Hence satisfaction 
level is particularly low on these attributes across all age groups. But the lowest mean scores 
are in respect of middle age group i.e. 2.6t, 2.58 and 2.54. This indicates higher 
dissatisfaction in this group constituting lower and middle management cadres. The low 
ratings points out that middle age group executives are more burdened with family and social 
responsibilities. Also it is observed that in PSU setting, loans repayment burden is maximum 
on this age group. Many of their friends in private sector and MNCs get much higher salary. 
This might also be causing dissatisfaction that they are less valued in PSUs. In this age group, 
because of higher family commitments and stability requirement, it is not easy for them to 
change jobs. Anova results (p=0.0I) also indicates [hat differences exists across age groups 
in respect of pay and compensation. 
On the dimension of great company image a strong agreement emerged across all categories. 
The overall mean score of 3.82 on this account is highest among all the six dimensions. This 
indicates the good acceptability, social reputation and diverse culture in oil PSUs. The 
attribute on high company reputation in society has been rated highest with mean score of 
4.25. The oil companies maintained oil supplies even during oil shocks at reasonable prices. 
These companies' spends 0.5 to 1% of their profit on community development programs by 
creating facilities in area of health and spread of education. Oil companies also give 
scholarships and maintain historical monuments. These efforts have created good reputation 
in the society. Also the Anova results (p=0.43) indicated that significant difference in 
perception does not exist across age groups on this account, 
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A mean score of 3.5 on this dimension of scope for growth and development indicates 
moderate presence of this dimension of talent management. The attribute career advancement 
opportunity has been perceived just satisfactory by lower age group (mean 3.03); they might 
be feeling that in the long hierarchy they may not be reaching the top slots fast enough. The 
attribute on mentoring culture (mean 3.06) has been perceived low across all age groups. This 
hints at the need of a structured mentoring approach in the organisation. The attribute on 
performance based promotion, has an overall mean of 2.86. Lower and middle age groups 
have recorded a mean score of 2.64 and 2.78 respectively. There is general feeling that the 
system is not strong enough to minimise subjectivity. This result impresses upon the need of 
greater transparency and objectivity, in performance ratings and promotions. 
The attribute on training programs for growth and development has a mean score of 3.58. 
The good rating indicates that PSU oil companies are having good training facilities. As per 
IOC records the company spent more than Rs. 52.00 crore on training activities. The average 
training man-days are 4 to 5 per executives, which are considered good. As mentioned earlier 
1OC has won many awards in the field of training and development. The mean score of 2.85 
on the attribute of competency mapping is rather low. It was also observed during interaction 
that competency mapping is done only occasionally which indicated that in most oil PSUs, 
the competency mapping process is not in place for finding competency gaps for planning the 
development of executives. Competency based segmentation is an important requirement of 
good talent management system, hence oil PSUs management should introduce consistent 
competency mapping processes in their organizations. The Anova results (p=0.01) indicated 
that there are overall differences in perception among various age groups on scope for growth 
and development dimension. 
Reward and recognition practices in oil PSUs are perceived as satisfactory to moderate only 
with a mean score of 3.06. Rewards for suggestion scheme, best station and best depot are in 
place. Individual performance based productivity incentive scheme with 20% weightage on 
individual performance component along with 80% for teams have been recently introduced. 
Hence executives have responded a bit positively on these attributes. Fair reward system 
(mean, 3.09) and foreign training/ assignment (mean, 2.59) are rated as satisfactory. The 
middle age group has a mean of 2.37 on foreign training/ assignment, lowest among all 
groups. They do not find enough chances of going abroad. This clearly indicated that scope 
for foreign training/ assignment was very limited in these companies. Other possible reason 
may be the cut in expenditure on foreign training due to austerity measures. A low mean 
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score points to a lesser focus of managements on this attribute. Also, Anova results (p=0.06) 
indicated that there is no significant difference in perception among various age groups 
regarding reward and recognition practices, in oil sector PSUs. 
On quality of life dimension, analysis of data indicated a mean score of 3.46 suggesting that it 
is+ perceived moderate to good in oil companies. In respect of individual attributes, 
challenging work with mean score of 3.61 indicates that job in oil industry is perceived good 
on this account. It is a high risk and high return industry hence challenges are manifold. On 
attribute choice for place of posting, mean score of 2.73 implied low satisfaction on this 
attribute. The lower age group has indicated a mean score of 2.45, lowest among all the 
groups. It was observed during interactions that younger lot is generally posted at remote 
locations as their family liability is relatively less. This might explain low ratings by this age 
group. Some of these postings are at hardship locations with limited infrastructure facilities. 
Attribute on reasonable work places has recorded a mean score of 3.22 which is a moderate 
score implying companies provide reasonable facilities at work places in terms of canteen, 
office space, transport and furniture etc. However, lower age group differ on this issue with 
mean score of 3.01, as the younger generation is more inclined towards better avenues for 
recreation. Job security has been perceived very good with mean score of 4.31. One of the 
prominent reasons for this kind of rating is the job losses in private sector and MNCs due to 
current recession. Results of Anova (p=0.00) indicated that overall there is difference in 
perception across age group of executives on this dimension. 
Analysis of data on performance management system (PMS) indicated a mean score of 3.12. 
It implies a satisfactory to moderate score. The attributes of PMS yielded good ideas (mean, 
3.22), PMS effectively practiced (mean, 3.13) and strengthening talent pool is responsibility 
of managers (mean, 3.22) are viewed as moderate only by all executives. The attributes 
emphasis on ongoing feedback (mean, 2.95) and PMS is a key business process (mean, 3.06), 
are perceived low. On both these attributes the mean score by lower age group was 2.75 and 
2.95 respectively. 
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Table: 5.17 - Analysis across-Age groups 
Overall 
LA-607 
Up to 30 yrs 
N-129 
3l-45yrs 
N-259 
Above 45yrs 
N-219 
ANOUA 
Attributes Mean S.D. Mean S.D. Mean S.D Mean S.D. F Sig 
Pay and Compensation 2.97 0.82 3.06 0.82 2.83 0.76 3.08 0.86 6.89 0.00 
Salary Market Competitive 2 76 1 	19 2 78 1 22 2.61 III 2.93 126 4.36 0.01 
Wealth Creation Opportunity 
Good Retirement Benefits 
2 70 
3.42 
1 06 
105 
267 
367 
1.11 
101 
2 58 
3 24 
0.98 
1.00 
2.86 
3.49 
1 	12 
1 	10 
4.29 
8.26 
0.01 
0.00 
Performance Based Compensation 2.66 108 275 1.17 254 1.02 2.74 1.10 2.81 0.06 
Excellent Perks 3 30 099 3.43 095 3 18 1.00 3.38 100 3.81 0.02 
Great Company 3.82 0.72 3.76 0.77 3.86 0.67 3.82 0.75 0.85 0.43 
Well Managed Company 3 58 1 03 3 53 1 06 3 54 102 3.65 101 0.81 0.44 
Diverse Background 3 94 095 3 91 104 4 02 0.87 3.84 099 2 12 0 12 
Exciting Industry 3 73 093 3 S3 1 01 379 090 3.78 092 366 003 
Strong Performance Culture 361 107 357 1 	12 366 1.04 3.58 1 08 0.41 0.66 
Nigh Reputation 
Scope for Growth and Development 
425 
3.12 
092 
0.80 
423 
3.05 
096 
0.85 
4.27 
3.05 
0.83 
0.76 
422 
3.24 
101 
0.79 
0.17 
4.39 
0.85 
0.01 
Career Advancement Opportunity 3.24 1.05 3.03 1.11 3.17 0.98 3.44 1.06 7.23 0.00 
Mentoring Culture 3.06 103 3.25 1.13 2.95 1.01 3.09 0.97 3.87 0.02 
Performance Based Promotion 286 1.10 2.64 1.13 2.78 1.10 307 1.06 7.38 0.00 
Training Program 3 58 099 3.36 1.09 3.59 0.90 3.69 1.00 4.50 0.01 
Competency Mapping 
Reward and Recognition Practices 
2 85 
3.06 
104 
0.84 
2.95 
3.08 
0.99 
0.87 
2 74 
2.97 
1.07 
0.82 
2.93 
3.15 
1.02 
0.85 
2.66 
2.81 
0.07 
0.06 
Employee Recognition 324 102 3.27 1.04 3.20 1.00 3.26 1.04 0.33 0.72 
Foreign Assignment 2.59 1.11 2.73 1.09 2.34 1.09 2.79 1.08 11.79 0.00 
Encouragement to Innovate 327 1 02 3 26 I.11 3.16 0.97 3.40 1.01 3.31 4.04 
Fair Reward System 3.09 1.08 3.08 1.10 3.09 1.07 3.10 1.08 0.02 0.98 
Individual Contribution Rewarded 3.11 1.06 3.05 1.16 3.06 1.07 3.21 0.99 1.39 0.25 
Quality of Life 3.46 0.69 3.29 0.71 3.47 0.64 3.55 0.71 5.85 0.00 
Challenging Work 361 0.98 3.44 1.08 3.63 0.95 3.70 0.94 2.92 0.05 
Meet Personal Commitment 344 098 3.24 1.10 341 0.94 3.59 093 5.45 0.00 
Choice for Place of Posting 273 1 	13 2.45 1.17 274 1.14 2.88 1 07 5.91 0.00 
Reasonable Work Places 322 100 301 106 3 27 0.95 3.29 101 3.79 0.02 
Job Security 4.31 0.87 4.32 084 4 33 0.80 4.28 0.96 0.17 0.85 
Performance Management N-518 N-40 N-259 N-219 
3.12 0.83 3.01 0.83 3.06 0.83 3.20 0.83 2.07 0,13 
PMS Yielded Good Ideas 3.22 1.01 3.15 1.12 3.20 0.99 3.25 1.01 0.23 0.79 
Emphasis on Ongoing Feedback 2.95 1.02 2 75 0.95 2.92 1.04 3.02 1.00 1.41 0.24 
PMS Key Business Process 3.06 0.99 2.95 0.96 3.02 0.98 3.13 101 1.04 0.35 
PMS Effectively Practiced 313 1.00 3.05 0.96 3.07 1.02 3.21 0.99 1.44 0.24 
Strengthening Talent Pool 3 22 106 3.13 0.94 3.10 1.08 3.39 1.04 4.70 0.01 
Overall 2.83 0.06 
This is probably due to their expectation of a more open and transparent system. Hence 
better communication and counseling is required with this group to address these 
issues. Anova (p=0.13) results indicated that there are no differences among 
perceptions of oil sector executives with different age groups, regarding performance 
management systems. 
The analysis in this section unveils that there is on insignifrcuni difference in 
perception among executives across various age groups. Significant differences   were 
observed only on three dimensions of pay and compensation, scope for growth and 
development, and quality of life. Thus, overall, the null hypothesis Hn stating that 
significant dferences do not exist in the perception regarding talent management 
system in oil sector PSUs among dferent age groups of executives is accepted 
However, for three specific dimensions namely: pay and compensation, scope for 
growth and development, and quality of life, it is not accepted. 
5.2.5.4 Analysis as per Length of Service 
As per length of service, respondents are categorised in three groups, Group-I 
comprised new recruits (less than one year). This is believed to be in acclimatisation 
phase, when they learn and understand about the organization. Group-if (length of 
service 1-10 years), comprises first line supervisors, who are getting adjusted to the 
work culture of the organization. Group III (length of service 11-20 years) constitute 
the middle management, shouldering the major responsibility of managerial 
supervision and act as a bridge between junior and top management. The fourth one 
(length of service more than 20 years) are senior executives of the organization. 
The analysis across length of service (Table 5. 18) revealed that there are differences on 
many of the attributes among executives with varying length of service. As noted 
earlier the overall mean score of 2.97 has been indicated on the dimension of pay and 
compensation. Among the attributes constituting this dimension market competitive 
salary, substantial wealth creation opportunity and compensation based on 
performance & potential have recorded rather low mean scores of 236, 2.70 and 2.66 
respectively. Hence satisfaction level is particularly low on these attributes among all 
the executives. But the lowest mean scores are reported in respect of group II & III i.e., 
`'1 
2.64&2.69, 2.57&2.63 and 2.58&2.57 respectively. This indicates a higher level of 
dissatisfaction among executives having service up to 20 years. Such ratings are quite 
natural for these groups, as they have greater financial burden in terms of higher 
commitment on children' education, repayment of car and home loans, social 
obligations, rent payments etc. The perception on attributes of good retirement benefits, 
and perks with mean 3.42 and 3.30 is observed to be moderate. Also Anova results 
(p=0.02) indicates that there are differences in the perception among executives with 
varying length of services in respect of pay and compensation. Management needs to 
give more focus on enhancement of the salary and compensation packages for group 11 
& Ill. 
Analysis of data on the dimension great company indicated an agreement among all 
categories of executives. Overall mean score of 3.82 on this account is highest among 
all the six dimensions. As discussed earlier, this reflects the good social connect, good 
management and diverse culture in oil PSUs. The attribute company reputation in 
society has been rated highest with mean score of 4.25 implying a very good image 
among public. The main reasons for this type of good ratings have been described in 
earlier analysis for hierarchical levels and age groups. However, the Anova result 
(p=0.95) indicated that no significant difference in perception exist in groups based on 
varying length of service on great company dimension. 
Overall mean score of 3.12, indicated moderate presence scope for growth and 
development dimension of talent management system in oil PSUs. The attribute of 
career advancement opportunity has been perceived low by new recruits (mean 3.08). 
This perception might be due to government type time based promotion policies of oil 
PSUs but the younger lot want to move fast up the hierarchical ladder. The attribute 
mentoring culture has been perceived low by groups II & III with mean scores of 2.92 
& 2.96. Which hints at the need of a structured mentoring approach in these 
organisations? The attribute on performance based promotions, has an overall low 
mean score of 2.86. Group 1 & I1 executives have recorded a mean score of 2.66 and 
2.77 respectively. Low rating on this attribute is also corroborated by observations in 
exit interview responses. However, group-IV with mean score 3.03 has perceived it 
relatively better. As they are responsible for performance evaluation and management 
of subordinate groups, hence they might be finding the system just. This outcome 
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impresses upon the need of greater transparency and lesser subjectivity, in performance 
ratings and promotions of junior level executives. 
The attribute training programs for growth and development has scored a mean of 3.58. 
The good rating makes evident companies' efforts in this direction. Reasons for such 
perception have been explained in earlier analysis. The notable difference is in 
perception of group-I new recruits, with low mean of 3.28. This is indicative of their 
urge for faster and more learning to gain supervisory and managerial competencies in 
shortest possible time. The response against attribute competency mapping, overall 
mean score of 2.85 is low. Group I1 & III have perceived greater scope for 
improvement on this account. The Anova result (p=0.23) indicated that there is no 
overall difference in perception among executives with varying length of service on 
scope for growth and development dimension of talent management system. 
A dimension reward and recognition practice is perceived at satisfactory to moderate 
level with a mean score of 3.06. The reasons for such a perception have been explained 
in earlier analysis. Fair reward system (mean, 3.09) and foreign training/ assignment 
(mean, 2.59) are rated as just satisfactory. Foreign training/ assignment is lowest rated 
attribute. Group 1I & III have rated it low with mean scores of 2.22 & 2.43 respectively. 
These groups have only occasional chances of going abroad on study tours/inspection 
visits. Other possible reason may be the cut in expenditure on foreign training due to 
austerity measures. Also, Anova result (p=0.25) indicated that there is no significant 
difference in perception among executives with varying length of service regarding 
reward and recognition practices, in oil sector PSUs. 
Analysis of data indicated a mean score of 3.46 suggesting that quality of life is 
perceived moderate to good in oil companies. In respect of individual attributes, 
challenging work with mean score of 3.61 indicated that job in oil industry is perceived 
as challenging by executives in different age group. As explained earlier it is a high risk 
and high return industry. On attribute choice for place of posting indicated mean score 
is 2.73, implying low satisfaction on this attribute. The group I & II executives have 
indicated lower mean scores of 2.57 & 2.64, as generally during early tenure of service, 
executives are posted to hardship locations with limited infrastructure facilities. This 
might be the reason for such a response.The attribute reasonable work places has 
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recorded a mean score of 3.22 which is a moderate score implying companies provide 
good facilities at work places. Job security has received highest rating with mean score 
of 4.31. This reaffirms that job security in oil PSUs continue to be their strong point. 
Results of Anova (p=0.03) indicated that overall there is difference in perception 
among executives having varying length of service on dimension of quality of life in oil 
PSUs. 
Analysis of data on this dimension indicated a mean score of 3.12 implying 
performance management system (PMS) is satisfactory to moderate in oil PSUs. The 
attributes of PMS yielded good ideas (mean, 122), PMS effectively practiced (mean, 
3.13) and strengthening talent pool is responsibility of managers (mean, 3.22) are 
viewed as moderate by all executives across varying length of service. The attributes 
emphasis on ongoing feedback (mean 2.95) and PMS is a key business process (mean 
3.06), are perceived low.'fhe mean score in respect of group 111, on-going feedback is 
2.87, probably they themselves being in the system for quite some time hence might 
not getting enough feedback from the senior executives. As also explained earlier PMS 
need certain improvements particularly on feedback and counselling aspect across all 
groups. The Anova (p=0.42) results indicated that there are no differences among 
perceptions of oil executives with different lengths of service, regarding performance 
management systems, in oil sector PSUs. 
Overall, the null hypothesis H03  stating that significant differences do not exist in the 
perception regarding talent management .system in oil sector PSUs, among executives 
having different length of service is accepted except for two specific dimensions 
namely; pay and compensation, and quality of life. For these it is not accepted 
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Table: 5.18 -Analysis across- Length of Service 
Overall 
NI-607 
I -Less than 1 
yr 	N. 
I1, 1-10 yrs 
N=113 
111. 11-20 yrs 
N=181 
IV. > 20 yrs 
N=203 
ANOVA 
Dimensions/ Attributes Mean S D Mean S D Mean S D Mean S D. Mean S D F Sig 
Pay and Compensation 2.97 0.82 3.13 0.83 2.86 0.77 2.88 0.79 3.04 0.87 3.22 0.02 
Salary Market Competitive 
Wealth Creation Opportunity 
2 76 
270 
1 	19 
106 
2.84 
278 
1.24 
1 	12 
2 64 
2 57 
1.08 
1 05 
269 
2.63 
1 	18 
0.96 
2 86 
281 
I.2 
1 12 
1 30 
177 
0.27 
015 
Good Retirement Benefits 3.42 I.05 3.72 106 338 097 3.28 1.01 344 I 	I 	1 3 77 0.01 
Performance Based Compensation 2.66 1 08 2 80 1 22 2.58 1.06 2.57 1.01 272 1.10 132 0.27 
Excellent Perks 
Great Company 
3.30 
3.82 
0.99 
0.72 
351 
3.80 
0.95 
0.86 
3 14 
3.80 
1.03 
0.63 
3.24 
3.84 
0.95 
0.67 
3.38 
3.83 
101 
0.76 
3.33 
0.11 
002 
0.95 
Well Managed Company 3.58 1.03 3.60 1.09 3 53 1.06 3 52 0.99 3 65 102 055 065 
Diverse Background 3.94 0.95 3.86 112 4.01 0.89 3.99 0.92 388 094 091 044 
Exciting Industry 3.73 0.93 3.49 1.08 3 71 0.93 3 79 0.83 3.80 095 264 005 
Strong Performance Culture 3.61 1.07 368 1,18 356 I.02 3.66 1.02 3.58 1.10 0.41 0.74 
High Reputation 4.25 0.92 438 0.92 4.18 0.87 423 0.86 4.24 1.02 085 0.47 
Scope for Growth and Development 3.12 0.80 3.08 0.88 3.04 0.74 3.09 0.76 3.21 0.81 1.44 0.23 
Career Advancement Opportunity 3 24 1 05 3.08 1.18 3.12 0.94 3 21 0.01 3.40 1.08 3.01 0.03 
Mentoring Culture 3.06 1.03 3.40 1.13 2.92 1.00 2.16 0.98 3.10 1.01 496 0.00 
Performance Based Promotion 2.86 1.10 2.66 1.16 2.77 1.13 2.83 1.02 3.03 1.11 3.02 0.03 
Training Prog am 3.58 099 328 1.13 364 0.92 3.61 0.93 3.65 0.99 3.36 0.02 
Competency Mapping 2.85 1.04 297 098 2.77 1.03 2.84 1.09 2 87 1.02 0.64 059 
Reward and Recognition Practices 3.06 0.84 3.12 0.91 3.00 0.77 2.98 0.83 3.13 0.87 1.38 0.25 
Employee Recognition 3.24 1 02 330 1.08 330 0.90 3.17 1.02 3.22 108 055 0.65 
Foreign Assignment 2.59 1.11 2.93 1.09 222 1.05 2.43 1.06 2.81 1.10 12.5 
8 
000 
Encouragement to Innovate 3.27 1.02 3 18 1.23 331 0.91 3.17 097 3.36 1.02 1,40 024 
Fair Reward System 3.09 1.08 311 1.15 311 1.03 3.08 1.06 3.08 1.10 0.04 0.99 
Individual Contribution Rewarded 3 1 I 106 309 120 308 107 3.06 106 3.18 0.99 048 0.69 
Quality of Life 3.46 0.69 3.37 0.78 3.38 0.61 3.45 0.65 3.57 0.71 2.97 0.03 
Challenging Work 3.61 098 346 1.13 3.56 100 3.60 09! 3.73 0.95 184 014 
Meet Personal Commitment 344 0.98 334 1.14 3.23 095 344 0.98 362 0.88 467 000 
Choice for Place of Posting 2.73 1.13 2 57 1.25 2.64 1 	13 2.66 112 2.92 1.07 3.12 003 
Reasonable Work Places 3.22 100 3.14 1 14 3.16 0.89 3.20 0.98 3.31 1.02 0.91 0.44 
Job Security 4.31 0.87 4.36 0.90 4.29 0.80 4.33 0.80 4.28 0.97 0.21 0.89 
Performance Management (N-518) 3.12 0.83 3.07 0.82 3.07 0.86 3.19 0.82 0.93 0.42 
PMS Yielded Good Ideas 3.22 1.01 3.22 1 01 3.17 1.02 3 26 1.00 0.45 0.72 
Emphasis on Ongoing Feedback 2.95 1.02 2.97 1.02 2.87 1.04 3.00 1.00 0.90 0.44 
PMS Key Business Process 3.06 0.99 2.98 0.98 3.07 0.99 3.10 1.00 0.39 0.76 
PMS Effectively Practiced 3.13 1.00 3.08 0.97 3.09 1.05 3.19 0.99 0.40 0.75 
Strengthening Talent Pool 3.22 1.06 3.09 1.08 3.13 1.09 3.38 1.01 2.89 0.04 
Overall 1.70 0.17 
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5.2.5.5 Analysis as per Function 
For the purpose of this analysis, two functional categories of respondents have been 
considered. First category is engineering i.e. executives engaged directly in core 
technical works and second category is of executives engaged in support services i.e. 
HR, finance, information systems, administration, corporate communication etc. 
Normally executive in services department are responsible for providing various 
services and support, while engineering executives are recipient of these services. 
From analysis of data (Table 5.19), it emerges out that there is no appreciable 
difference in the perception of these two categories of respondents regarding talent 
management system in oil sector PSIJs. 
As described earlier, on dimension pay and compensations mean is 2.97, the attributes 
marker competitive salary, substantial wealth creation opportunity and compensation 
based on performance and potential have low mean scores of 2.76, 2.70 and 2.66, 
Hence satisfaction level is particularly tow on these attributes in both groups. But mean 
scores are slightly lower in respect of engineering group 232, 2.67 and 2.62. This 
indicates relative dissatisfaction in this group. T- test result (t= -1.49, p-0.14) also 
indicated that no differences in perception exists between both groups in respect of pay 
and compensation. 
On the dimension of great company a strong agreement emerged out between both 
categories with respective mean scores of 3.82 and 3.83. The overall mean score of 
3.82 on this account is highest among all the six dimensions as explained earlier. The 
engineering groups' mean score on well managed company is 3.55 vs. 3.67 for service 
group. This indicates the general perception that engineers run the company and HR & 
finance manage the company. The attribute on high company reputation in society has 
been rated highest with mean score of 4.25; the reasons are already elaborated in earlier 
analyses. Also t- test results (t=-0.12, p=0.90) indicated that significant difference in 
perception does not exist between both category of executives on this account. 
Scope for growth and development dimension (mean. 3.12) indicates moderate 
presence of this attribute... The attribute of career advancement opportunity (mean, 
3.24) has been perceived relatively low by engineering group (mean 3.20) vs. service 
group (mean 3.36), it was pointed out during interactions that in lower cadres 
particularly HR and finance executives have relatively faster promotions. The attribute 
on mentoring culture (mean, 3.06) has been perceived low by both groups. This hints at 
the need of a structured mentoring culture across all functions in the organisation. The 
response against attribute competency mapping, mean score 2.85 is low. The reasons 
are explained earlier. Competency based segmentation is an important requirement of 
good talent management system, hence oil PSUs management should introduce 
consistent competency mapping processes in their organizations. The t-test result (t= -
0.90, p=0.37) indicated that there are no overall differences in perception between both 
groups on scope for growth and development dimension. 
Talent management dimension reward and recognition practices in oil PSUs is 
perceived at satisfactory to moderate level with a mean score of 3.06 as explained in 
earlier analyses. Fair reward system (mean 3.09) and foreign training/ assignment 
(mean 2.59) are rated just satisfactory. The mean scores on foreign training/ assignment 
are 2.61 for engineers vs. 2.51 for service group, indicates that engineers have 
relatively better chance of going abroad. It was found that engineers carry technical 
inspections of imported equipments and also have better chance to attend technical 
seminars. On attribute of fair reward system, services' mean score is slightly higher 
than engineering group with respective mean scores of 3.19 vs. 3.07. As service 
department play important role in design and delivery of rewards, that might be the 
reason for better rating. The t-test result (t=-0.32, p=0.75) indicated no significant 
difference in perception of both groups regarding reward and recognition practices, in 
oil PSUs. 
On quality of life dimension, analysis of data indicated a mean score of 3.46 suggesting 
that it is perceived moderate to good. In respect of individual attributes, challenging 
work with mean scores of 3.64 vs. 3.51 indicated that engineers find their job more 
challenging than service function. It is reflection of the fact that most of the service 
groups are posted at relatively better locations while engineering group handles drilling 
site or remote locations. On attribute choice for place of posting, indicated mean score 
of 2.73 implied low satisfaction on this attribute. 
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Table 5.19: Analysis across - Functions 
Overall 
N=607 
Engineering 
N-475 
Service 
N-132 
t-Test 
Attributes Mean S.D. Mean S.D. Mean S.D I Sig 
Pay and Compensation 2.97 0.82 2.94 0.81 3.06 0.85 -1.49 0.14 
Salary Market Competitive 2 76 1.19 2.72 I.17 289 I .26 -I 46 014 
Wealth Creation Opportunity 2.70 1.06 2.67 104 280 I.14 -1 28 020 
Good Retirement Benefits 3 42 1 05 3 42 1 07 3 43 1.00 -0 14 089 
Performance Based Compensation 2.66 1.08 2.62 1.06 2.80 1.15 -1 75 0.08 
Excellent Perks 3.30 0.99 3.28 1 00 3 38 0% -097 033 
Great Company 3.82 0.72 3.82 0.73 3.83 0.75 -0.12 0.90 
Well Managed Company 3.58 1.03 3.55 1 02 3.67 1 04 -1.12 026 
Diverse Background 3.94 0.95 3.94 0.97 3.93 0.90 0.05 096 
Exciting Industry 3.73 0.93 3.72 0.95 3.76 0 87 -0.36 0.72 
Strong Performance Culture 3.61 1.07 3.63 1.06 3.55 1.10 0.70 0.48 
High Reputation 4.25 0.92 4.25 092 4.23 0.94 0.26 0.80 
Scope for Growth and Development 3.12 0.80 3.10 0.79 3.17 0.81 -0.90 0.37 
Career Advancement Opportunity 3.24 1.05 3.20 1.05 3.36 1.04 -1.58 0.11 
Mcntonng Culture 3.06 1.03 3.06 1.04 3.05 0.98 0.10 0.92 
Performance Based Promotion 2.86 1.10 2.84 1.11 2.92 1.07 -0.78 0.44 
Training Program 3.58 099 3.58 0.99 3.57 0.98 0.13 0.89 
Competency Mapping 2.85 104 2.83 1 02 2.95 1.10 -1 25 0.21 
Reward and Recognition Practices 3.06 0.84 3.05 0.85 3.08 0.81 -0.32 0.75 
Employee Recognition 3 24 1 02 3 22 1 02 3 30 1 02 -0.76 0.45 
Foreign Assignment 259 I 	.I 	I 261 112 2 51 1.06 093 0.35 
Encouragement to Innovate 3.27 1.02 3.28 1.03 3.20 0.98 0.87 0.38 
Fair Reward System 309 1.08 3.07 1.09 3 19 1.03 -1.17 0.24 
Individual Contribution Rewarded 3.11 1.06 3.08 1.08 3.20 0.99 -1.15 0.25 
Quality of Life 3.46 0.69 3.46 0.68 3.47 0.70 -0.09 0.93 
Challenging Work 3.61 0.98 364 0.98 351 097 1.42 0.16 
Meet Personal Commitment 3.44 0.98 3.44 0.96 3.44 1.04 -0.04 0.97 
Choice for Place of Posting 2.73 1.13 2.71 1.12 2.79 1.16 -0.68 0.49 
Reasonable Work Places 3.22 1.00 3.19 1.01 3.33 0.95 -1.46 0.14 
Job Security 4.31 0.87 4.32 0.87 4.27 0.88 0.66 0.51 
Performance Management N-518 N=388 N-130 
3.12 0.83 3.10 0.84 3.16 0.87 -0.70 0.48 
PMS Yielded Good Ideas 3.22 1.01 3.21 1.01 3.25 1.00 -0.44 0.66 
Emphasis on Ongoing Feedback 2.95 1.02 2.95 1.03 2.95 0.97 0.00 1.00 
PMS Key Business Process 3.06 0.99 3 03 1.00 3.17 0.96 -1.43 0.15 
PMS Effectively Practiced 3 13 1.00 3 12 1.01 3.15 0.97 -0.25 0.81 
Strengthening Talent Pool 3.22 1.06 3.20 1.05 3 28 1.09 -0.77 0.44 
Overall -0.67 0.50 
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Again engineering group has low mean score vs. service group for the reason explained 
above. It was observed during interactions that it is engineers, who have to man the 
remote and unattractive locations. This might be the reason for low rating by this group 
Similar perception exists on atribute of reasonable workplaces, where service group 
has recorded a mean score o1333 vs. 3.19 by user group i.e. engineering. Job security 
has been perceived very good with highest individual mean score of 4.31. One of the 
prominent reasons for this kind of rating is the job loss in private sector and MNCs due 
to current recession. Results of t-test (t=-0.90, p-0.93) indicated that overall there is no 
difference in perception between both the groups on quality of life dimension. 
As described earlier, analysis of data on dimension performance management system 
indicated a mean score of 3.12 implying satisfactory to moderate presence. The 
attributes emphasis on ongoing feeeback (mean, 2.95) and PMS is a key business 
process (mean, 3.06), are relatively perceived low. This is probably due to expectation 
of a more open and transparent system. T-test result (t=-0.70, p=0.48) indicated that 
there are no differences in the perceptions between both category of oil executives with 
different functions, regarding performance management systems, in oil sector PSUs. 
The analysis in this section unveils that there is no difference in perception between 
both groups of executives on all the six dimensions of talent management. Thus, 
overall, the null hypothesis Hoa  stating that significant dUerences do not exist in the 
perception regarding talent management system in oil sector PSUs among different 
ttonc!ional groups 0/executives is accepted. 
To sum up the discussions, out of the four null hypotheses framed for the study, one is 
not accepted, other one is accepted, while two have been partially accepted. Finding of 
the study, regarding perception of talent management across various hierarchical levels 
of executives in oil PSUs, significant differences have been observed. Thus, null 
hypothesis Hot is not accepted. Across various age groups differences were observed on 
three dimensions of pay and compensation, scope for growth and development, and 
quality of life, but no significant differences observed on other dimensions of great 
company image. reward and recognition systems and performance management system. 
Hence, overall, the null hypothesis Hm stating that significant differences do not exist 
in the perception regarding talent management system in oil sector PSUs among 
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different age groups of executives has been accepted, except on three dimensions; pay 
and compensation, scope for growth and development, and quality of life, for these it 
has not been accepted. As regards length of service, insignificant differences have been 
observed in perception on talent management among executives having different length 
of service except for two specific dimensions namely; pay and compensation, and 
quality of life. Bence overall, the null hypothesis H03 stating that significant differenc:.s 
do not exist in the perception regarding talent management system in oil sector PSUs, 
among executives having different length of service is accepted except for two specific 
dimensions of pay and compensation, and quality of life, for these it has been rejected. 
In similar way null hypothesis H0.8 stating that significant differences do not exist in the 
perception regarding talent management system in oil sector PSUs among different 
functional groups of executives is accepted. 
5.2.5.6 Analysis of Open Responses of Current Executives 
At the end of the questionnaires, open response was sought from current executives 
specifying "Please write any other comments or suggestions". Some of the executives 
have given their suggestions in various areas related to TMS. Which are summarised 
below? 
Pay and Compensation 
• Oil PSU's were considered top paymasters in PSUs (A+ category). But now 
because of lower salaries recommended by Government, talent might shift to other 
organisations 
• Company in order to retain its number one position would have to enhance 
financial packages and perquisites. 
Great Company 
• Quality of top brass leading the company is not motivating. It is more or less 
degraded and sycophancy is percolating. More transparency needed in the system. 
• Core values of the organization of care, innovation, passion and trust needed to be 
practicised, and should not remain on paper. New recruits were misguided in 
respect of pay packages which are surely less compared to some other industries. 
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• FIR function of the organization should match the private sector in their attitude 
and performance. 
Scope for Growth and Development 
• Presently there is no reserve talent pool. Emphasis should be given to increase the 
talent pool by imparting various incentives like foreign assignment/ training. 
• Mentoring culture to be evolved 
• Training being a vital tool for development of human resources. Maximum 
emphasis must be put on this including engaging the best brains in it. 
• Training programs after identifying the training needs, to be made compulsory. 
• ARcr attending training, opportunities should be offered to use it. 
• Individual should be allowed to choose courses. 
• An employee should be provided exposure in different areas of the organisation to 
keep his/her interest intact within the company. If somebody wants to be posted in 
particular position of his interest or place, he/she must be given a fair opportunity 
to justify his/her case. Friendly atmosphere required for effective management. 
• Postings and career paths are never finalised with employees 
Reward and Recognition 
• Reward and recognition schemes need to be more transparent. Communication on 
the subject should flow to lowest level employee, at farthest of location. This 
would generate more cohesiveness amongst employees. 
• Overall improvement in the system of rewards and recognition is required. 
Quality of Life 
• Practice of right person, for right job should be religiously followed. It is only the 
head count at present. 
• For most of the jobs engineers and MBA's are not required. Many such jobs can be 
done by simple graduates with much higher satisfaction level. 
• Skilled manpower should be given assignments, where their talent can be used to 
the fullest. Job rotations may be undertaken if it is essential. 
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• There is a wide gap between stated purpose of system, rules & policies, and actual 
implementation in essence. 
• No personal l ilc, no social life, just work, work and work, also further no 
recognition. 
• Need for quality enhancement in work environment particularly company managed 
residential complexes. 
Performance Management 
• There is a need for change in promotion policy to retain specialists. Promotions and 
compensation should be based on performance and qualification. External 
influences should be eliminated. 
• Officers to be counselled for their performance in respect of their areas of strength 
/improvements. Seniors should also be rated by the subordinates. 
• It is high time to focus PMS on talent management. This is required for enhancing 
the quality of management. 
• In present system mediocrity is often overlooked, not condoned in company. There 
are too many parasites. 
General observations 
• Talent management practices need to be upgraded to world class benchmark in the 
terms of compensation, training/development, performance management, career 
progression and work life balances. 
Some responses might be biased with respondents' own experiences. Overall analysis 
indicates executives' expectations for improvement in the present system i.e. HR to be 
more proaclive and efficient, promotion based on unbiased performance ratings, job 
allocation based on individual competencies, consultation process in transfers, build 
talent pool, mentoring culture. lrainings based on need, transparency and fairness in 
reward and recognition, non-tolerance for non-performers, improvement in work 
environment, Market competitive pay packages in oil PSUs, at least better than other 
PS Us. 
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5.2.5.7 Analysis of Open Responses of Quitters 
The questionnaires elicited views of executives who had resigned from the company 
(quitters) on following two accounts. 
• Aspects in their current job or company that is superior to what oil PSU 
offered? 
• Given the opportunity will they seek re-employment in oil PSU? 
Responses of 21 respondents who agreed to share their views on this account are 
presented below: 
Pay and Compensation 
• Higher salary and better compensation package. 
• Compensation is based on market conditions and commensurate with the 
individual's performance. 
• Compensation package is of global standards. 
Scope for growth and development 
• Career advancement opportunities and better career prospects. 
• Promotions are based on performance. 
• International exposure for the latest technical development and options. There is 
a constant drive to be innovative. Exposure of working with different 
nationalities and culture. 
Reward and Recognition practices 
• Recognition for work and freedom in decision making. 
• Employees are rewarded as per the effort put in by them. 
• Recognition of performance and potential. Performers are suitably rewarded. 
Quality of Life 
• Encouraging work environment 
• More freedom to discuss issues with superiors, less hierarchical and openness to 
listen new ideas. 
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• Agility and speed of decision making is multiple times than nil PSUs, not so 
many steps of approval while executing a project. 
• Cooperative superiors and employees are not undermined. 
• Good location, no worry about transfers. 
• Wider exposure to work and challenges are more. 
Performance Management 
• Not spending time in tracing the history of mistakes. Approach is to rectify the 
mistakes and move forward. No setting of the enquiry for genuine mistake and 
identification of individual for finding a scope-goat. 
• High ethical standards and transparency in communication and feedback. 
• Less paper work and highly schedule conscious. 
In response against the second question given the appropriate opportunity will they 
seek re-employment in oil PSU? Majority responded negatively (16 out of 21). Only a 
few (5 out of 21) gave conditional consent to return to oil PSUs. They indicated that 
they would return provided: 
Appropriate opportunities are known specifically before re-employment. They desired 
substantial jump in compensation package, competence to matter more than seniority in 
promotion decisions, greater transparency and consultation in posting; which otherwise 
destabilizes the family settings by causing health problem to employee or family 
members. Some of them desired that their experience and exposure in international 
market may be valued accordingly. They do miss IOC family and technical competence 
of its people. However they felt that TMS practices are less transparent in oil PSUs 
than their present company. Many undeserving and mediocre executives are promoted 
at the cost of more capable individuals as a matter of routine. They felt that credit is 
often cornered by unworthy and less deserving. 
The features such as higher pay and compensation, empowerment, career growth, work 
environment, fairness in rewareUrecognitiont promotions, less bureaucratic and faster 
decision making, international and multicultural exposures, better communication and 
feedback are better in their current organizations compare to oil PSUs. 
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5.2.5.8 Analysis of Interview Based Responses 
In this section we present analysis of responses of Interviews of two directors, five 
executive directors, eight senior HRD specialists and ten line-functionaries of GM and 
DGM level in various oil PSUs. Their question wise responses are summarised below. 
• Your organization is considered a great company. What are the major factors 
that have contributed to this? how can the company's brand be further 
improved for attracting and retaining talent? 
During interaction many of the respondents felt that there were good numbers of 
capable individuals who can become leaders. However there are no structured programs 
and policies in the company to identify and train leaders across hierarchy, in due course 
of time, even such people also start losing their edge. Companies have to carry lot of 
social and political obligations that hinders certain business decisions. It was also 
opined that vision and mission statement has not created strong performance culture. It 
was observed that line as well as HRD managers spent very little time on talent 
management issues. 
Few among them felt that oil industry is attractive only on short term basis, however 
once the economy turn-around, it would be difficult to retain talent. PSUs are generally 
considered good for mediocre and at the most for mediocre plus executives. Unless 
existing talent is not inspired, it would be difficult to enhance the company's image 
further and retain talent. Companies need to drive programs, which enhances 
satisfaction of existing man power as well as the prospective manpower. 
Respondents considered their company great because of following reasons: 
• Stable and reasonably good leadership (though they are not known for top 
leadership brand). It is a challenging and exciting industry with people from diverse 
back grounds. Generally ethical practices are followed. 
• Oil companies have acceptability, visibility and positive image in the country due to 
their reach in every corner of the country. These companies are sponsoring events 
such as cricket matches, Himalayan rally for army, programs of Indian society for 
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training and development, national quizzes, green tech fairs etc. They are spending 
0.5 to 1% of their profit on community developments project: schools, health care, 
maintenance of historical monuments and water supply projects. Some of these 
facts were verified from company documents 
Following steps have been suggested for further improvements: 
• The company may revisit and redefine vision and mission statements in the 
context of the changed business scenario. There is need to adhere to professed 
values. 
• Develop global competitiveness and better positioning of company in global 
markets. 
• Respondents felt the need of effective relationship management with all stake 
holders. 
• These organizations may be projected as Green Companies. 
• Improve front end interface with public i.e. to improve PR of sales force, LPG 
delivery boys and pump attendants. Create image of caring company. 
2. How to increase availability of quality people at entry level? How to attract 
more talent to oil industry at various levels? 
It emerged that oil industry is not having much academia- industry interface except in 
terms of events like Petrotech, that are organised only after a gap of two year. Oil 
company executives were often not part of various councils. There is essentially no 
practice of granting donations to educational institutes. Internship program are there in 
all companies but they tack focus. Scholarships are offered by two companies only: 
IOC, ONGC. Students from top institutes do not intend to join oil PSUs at entry level. 
There is a talent gap at middle level for new businesses, as there is lack of willingness 
among experienced persons for joining at present salary level in these grades. 
Following suggestions were offered for improvements: 
• Pre placement talks may be organised at various institutes and universities. 
Alumni of top institutes who are presently company employees may be asked to 
make presentation and discussion with students before recruitment interview. 
Besides HR personnel, executives who are self driven and bright may be engaged 
to interact with the students to attract them to the corporation. There is a need to 
encourage free and frank exchange of views on salar_ and compensation 
packages and working conditions. Audio and video tapes of company profiles can 
be developed and same can be screened during recruitment process. Like product 
marketing, let there is a need of marketing of the companies for talent attraction. 
Build 	relationship with 	educational 	institutes 	by offering donations 	and 
sponsoring programs. Represent 	on 	their councils. Increase the number of 
scholarships offered. Collaborations are needed with institutes of national or 
international repute for faculty exchange, study tours and sponsoring joint 
development projects. 
• Improve image with public by displaying social and national messages at retail 
out lets. 
• After campus selection, companies need to remain in touch with selected students 
till they join, through e- mail or company bulletins to know their progress and 
keep them updated on company matters. This step shall ensure greater connect of 
company with talent and would spread positive word among potential employees. 
3. 
	
	In order to attract and retain talent, what modification in compensation 
structure would you suggest? 
It was noted that salary and compensations were not market competitive. Compared to 
private sector the ratio is I is to 2 at entry level and t is to 4 at senior levels. 
Opportunity for wealth creation was reported low to moderate. Retirement benefits 
have been considered good by most of the respondents. Companies have made a small 
beginning to link part of bonus under performance incentive scheme (PIS) to individual 
performance. GAIL is operating a scheme PRISE i.e. performance reward and incentive 
scheme for employees, but these performance linked schemes could play a positive 
role, provided they are viewed as fair and just. 
Following suggestions were offered for improving compensation structure: 
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• Post retirement medical benefits may be brought at par with pre-retirement 
medical benefits. 
• There is a need to increase variable pay component linked to performance. 
• Facility and welfare activities may be enhanced as part of non financial (indirect) 
compensation to employees. The management may have to resort to this as 
general pay structL.re is uniformly decided by the Government for all PSUs. 
• Remunerations may be designed in a way, so that take-home pay component is 
more. 
• Specialised persons may be hired on contract basis to fill gap in middle 
management by offering better pay and compensation packages than regular 
employees. It may be noted that there is no financial restriction on this by 
Government. 
• Special compensation packages for specialist may be designed on similar pattern 
of MNCs and private oil companies. 
• Limits of loan amounts may be increased for house building, conveyance, 
children education etc. Interest rates charged on these loans and advances may be 
reduced. 
4 	How does company take care of growth and development of the executives 
across the grades? In what way company ensure transparency in promotions 
and succession planning? 
As regards current status of growth and development, differing opinions, particularly 
between the provider group (HRD & training) and recipient groups (line executives), 
was observed. Competencies based talent identification and management system is 
only partially followed for few grades. A formal fast track promotion scheme is not in 
place. In respect of balanced career progression and compensation for specialist v/s 
generalist, compensation and career progression for both are similar. There is no 
focussed succession planning. Segmentation is also blurred. With time companies are 
becoming top-heavy. 
However reasonably good multi channel communication through face to face 
interaction and straight talk by Chairman, magazines, special bulletins, Indian oil 
express, e- bulletin, e-mail, intranet etc were in place. It was also observed that 
mentoring and coaching are not part of corporation's culture and structured mentoring 
is not in place in most of oil PSUs. 
The following suggestions were offered for further improvement: 
• Ensure proper system orientation initially to build positive perception of newly 
joined executives. 
• More and more officers at level of station in-charges, departmental heads should 
be trained in art of coaching and mentoring. Mentoring should be one of the key 
performance indicators in PMS. 
• Continuous focus is required on training and development with changing business 
scenario. Mapping should be done for individual training needs, developing a 
centralised data bank and design of program inputs accordingly. Impart minimum 
trainings on managerial effectiveness to all executives. 
• Special career paths are required for specialist for increasing their retention. 
• Prepare performance- potential matrix for employees across grades. Posting, job 
rotation and succession plan should be integrated with this. Give talented 
executives opportunities to prove themselves. 
• Follow a uniform and consistent promotion policy for a longer period of time. 
• Introduce 360 degree feed back in a confidential manner in performance 
evaluation. 
• There should be a proper system of identifying the talent and then to nurture them 
so that they can take leadership positions by the time they are in their late thirties 
or early forties. Presently there is a firm tilt towards seniority over talent. 
5 	Remote location transfers are an issue. IHow does company address this 
important issue of work life balance to attract & retain talent? 
During interactions most of the respondents opined that it is more work and less life. 
Balance is more tilted towards work. However it was found that good medical benefits 
were available to employees and their dependents. Work places have reasonably good 
physical facilities except at remote or hardship locations. Special allowance was paid 
for remote/ disturbed locations such as NE, J&K and other defined hardship locations. 
After a limited tenure at these locations employees are generally adjusted at their 
choice place of posting provided it also matches with company requirements. To a 
large extent, still there was resentment on this account; however degree varied 
depending on individual's attitude and his current/ past postings. Executives informed 
that there was no consultation process in transfers and at times these were quite 
frequent, which affected children's education. Job security was not termed an 
immediate cause of concern but in volatile market conditions, things might change 
beyond expectations. 
Following views were expressed for further improvement in quality of life: 
• Purpose of transfers to hardship locations should be in line with an appropriate 
career path model. Arbitrariness should be reduced. Consultation process in 
transfers can improve satisfaction and help improve retentions. 
• For improving under utilization, companies can plan proper job rotation, job re-
alignment and by giving challenging/ stretched assignments in new areas. 
• For having quality time with family and friends give one month forced leave in a 
year to all employees. 
• Offer a set of facilities, and give employees a choice to select within broad 
parameters depending on his family and financial conditions. 
6 	Do you consider the reward and recognition system in the organization is 
effective to attract and retain talent? What are the steps being taken for 
further enriching the system? 
Executives expressed their views on current status of reward and recognition processes 
in the organization by stating that occasionally talented employees were recognized for 
contribution. They were being given opportunities in training programs having foreign 
study tour component. At times contributions of talented employees were recognized 
by giving them promotions on time. Foreign postings were not decided on the basis of 
contribution, as in comparison to officers who were contributing immensely such 
postings were very few. While some of them felt foreign assignments opportunity was 
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given only to chosen lew who are handpicked. Delay in deciding the results for 
suggestion scheme creates a perception of bias among the suggestors. 
Awards such as long service award, CEO trophy, meritorious children award, best 
station awards were in place in most of oil PSUs. Suggestion scheme and few 
individual level awards were also in place to encourage employees to innovate, but 
these were not considered very effective. 
It was also opined that organization were becoming top heavy, and promotion were 
becoming slow for middle level management. There were hardly any major variations 
possible in deciding salary/perks due to Government rules. This was considered one of 
the major causes of frustration for brilliant executive. Some of them were developing a 
feeling of getting stuck in the middle. 
The suggestions brought forth by respondents for improvement were the following: 
• Make reward and recognition schemes more visible across locations and 
etnployees. 
• Design rewards in such a way that family can also join in celebrations e.g. 
foreign tour with family. 
• Display selection criteria and scores of winners, this can help improving trust and 
transparency of the schemes. 
• Schemes as well as evaluation criteria should be easy to understand. 
There was a need to inspire the middle management. Company may consider 
giving perks and salary of higher grade if an officer was due for promotion, has 
good ratings but not being given promotion, as his batch itself was not considered 
for promotion because of higher weightage to seniority. 
7 	What are the strong points of performance management system in the 
organization for nurturing and retaining the talent? What are the further 
improvements planned in this area? 
It was observed during interactions that most of the NRD executives spoke high about 
e-PMS system (Performance management system on electronic plat-form). But there 
was a differing opinion on e- PMS; few opined that it would improve the system while 
others have reservations. Major concern was observed on stretch component of KPI 
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(key performance indicators). The opinion of this component varied widely. No doubt 
e-PMS has increased speed and visibility but still entire PMS process needed review 
and improvements for better satisfaction among executives. OIL India limited has not 
yet introduced this scheme so far. 
PMS was not considered a key business process to improve results. Emphasis on-going 
feedback and counselling was found low. Also most of the executives felt that pressure 
of completing by specific date was always there. However as the system was target 
based some objectivity in evaluation has increased. Basically strengthening talent pool 
should be line managers' job, but presently this appeared HR responsibility only. No 
visible succession planning is in place. 
The suggestions brought forth by respondents for improvement were the following: 
• Involve tine managers in talent management process. Make them aware about it, 
either on one-to-one basis or through training and workshops. 
• Innovation and creativity should have more weightage in ratings. 
• Ensure that individuals do not suffer on account of irrational judgement of 
particular superior. Independent review and rationalization should be there. 
• Performance evaluation of individuals having multiple reporting should be based 
on feedback and assessment of all concerned. 
• Both HR and line managers should to be held responsible for talent development. 
First HR should develop systems and then line mangers should implement those 
systems. It should be one of the KPI in their appraisals. 
8 	High potential and high performer segment of executives, contributes 
maximum to the business of the organization. Are they identified at all 
levels? How can the issues of under employment and under performers' are 
dealt with? 
The opinion across the executives was the same that high potential and high performer 
segment of executives was identified only informally, but there was no structured 
system to do so on a continuous basis. Executives with high potential and high 
performance are identified only through appraisal system. Competency mapping and 
development centres were not conducted regularly. There was no 'green channel' 
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concept for promotions. Practically there was no visible focus on the issues of under 
employment and under performers. Under employment was even not recognised in the 
organization and under-performance is noted but not managed effectively. 
Following suggestions were offered for improvement: 
• Potential assessment of all executives should be done through reputed and 
credible consultants in addition to routine process of performance appraisal. 
• High potential as well as high performing executives should be put on fast track 
promotions and they should also be given differentiating incentives. 
• There is need for free exchange of views and accordingly realignment of jobs - 
for under employed. Counselling and training for under performers to improve 
their skills and expertise. Higher involvement of HR and line managers' is 
required in helping under performers. 
• Also actions like marking absent from duty for a particular period, loss of 
seniority, debarring from certain 	facilities & allowances, and stopping of 
increments may be thought of for non-performers, who exhibit no tendency to 
improve. 
9 	Whether SWOT analysis of talent management strategies and activities is 
carried out? In your opinion, what are the most significant reasons of 
attrition? What sieps can be planned to retain the best talent in the 
organization? 
SWOT analysis of talent management strategies and activities is not carried out 
regularly. Significant percentage of officers who have left happened to be the brighter 
lot. Some of them left due to money offered by MNC/private sector. Still others wanted 
to settle in a particular location. Some of them found inadequate opportunities to grow 
further, white some of them were not happy with the current assignment etc. It emerged 
out repeatedly that significant reasons for attrition are; monetary consideration, family 
convenience, frequent transfers and career progression. 
Most of the executives opined that there can't be a single formula to retain best talent in 
the organization. Some of the possible steps could he: 
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• During recruitment and selection process target only those prospective 
candidates, who appropriately fit in oil companies' job requirement and culture. 
• Identify talent gradually from `A' grade itself and keep on watching them over 
the years. Some might be dropped on the way and some can come in. 
• Identify the weaknesses and strength of identified lot through assessment centres, 
provide training inputs end other exposures based on this identification. 
• Rotate these officers through various functions both desk as well as field jobs, 
through divisional and corporate postings. Also put them through stretched 
assignments and nominate them in task forces for understanding team dynamics. 
• Identify employees who have the orientation to be specialist or generalist. Both 
groups could emerge as leaders in their own chosen field. Both groups may be 
put through assignments in their chosen direction. They may be offered 
systematic exposure to assume higher management responsibilities. This would 
result in improving profile, visibility and connect with senior management. This 
is expected to result in good performance and job satisfaction, thereby retention. 
• Substantial revision in pay package is essentially required both for attraction and 
retention of executives. 
• Targeted SWOT analysis of talent management strategies at corporate and 
divisional level may be done on regular basis to find out physical as well as 
competency gaps, required to be filled for current and future business. 
5.2.5.9 Analysis of responses of new recruits 
Key issues that emerged during interaction with new recruits are as under: 
Individual recruits have basic qualifications in one core discipline. However, field 
assignments demand multifunctional knowledge. For example some of them indicated a 
need of training and exposure in various areas such as tank gauging techniques, density 
measurement, OFC cable laying, machine foundation design etc. They also indicated 
need to know more about preparations of estimate, tendering procedures, interpretation 
of various contract terms and conditions. This reflected that multi-skilling training was 
needed for the new recruits for better performance as well as retention. 
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The non task rel 	 how to 
maintain interactive relationship with all employees particularly with colleagues at 
down stations and also how to handle IR matters. Issues of work life balances in term 
of postings and various support facilities, career growth opportunities, integration with 
corporate culture, avenues for higher studies were also observed as areas of great 
curiosity to them. Clear information and better communication on ab.we aspects to 
new entrants i.s required for their smooth integration and reassurance. These can be 
provided to them, initially through HR interaction and later by mentors. This 
information can also be put on company intranet and should be updated regularly. The 
intranet facility should be available to new recruits on individual basis or at convenient 
common location. 
Mentoring is not a structured intervention in most of the oil PSUs. However, IOC has 
started structured mentoring process during last three years. It is now slowly maturing. 
It attempts to integrate new employee in company's work culture. 
5.3.0 Focus Group Discussion and SWOT Analysis 
In this study, a survey of new recruits, current and quitted executives, interviews of top 
management, and secondary data analysis was carried out. This helped identify areas 
where special attention was required to further improve the talent management system 
(TMS) in oil sector PSUs. 
In this section we present a SWOT analysis of oil sector PSUs. This SWOT analysis 
takes into account the current internal and external environment of oil PSUs. It relies on 
extensive literature survey. Further, focused group discussion with 23 executives from 
various categories (having varied profile) was conducted in order to crystallise 
strengths and weaknesses in respect of TMS in these companies. Potent threats and 
opportunities were also brought out. Earlier, we have presented a quantitative analysis, 
indicating scores on various aspects TMS (Table 5.13). Analyses carried out earlier 
have also been taken into account in drawing inferences. Following strengths, 
weaknesses, opportunities and threat perceptions emerged out in respect of TMS in oil 
PSUs. 
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Strengths 
• Oil sector PSUs are growing, stable and well established organization with 
diverse manpower base. These have acted as a bridge between private and pure 
government enterprises. Presently, they have national focus on product and 
services. l-iowever, they are slowly emerging as global brands. 
• All major oil PSUs are Fortune 500 listed companies, with IOC topping the list 
with 1 16th position. 
• Most of the HR and talent management systems are in place but in varying 
degrees. They have contributed to nation building while retaining their focus on 
employee welfare. 
• There is career safety and job security ir. oil PSUs and it is a growing core 
sector with large scale- projects under implementation. At times, they have the 
advantage of Government patronage. 
Weaknesses 
Following weaknesses have been noted affecting talent management system in oil 
PSUs. 
• Often, promotions are not keeping pace with aspiring and high performing 
executives, causing frustration. 
• Bureaucratic set up leading to rigid mind sets. Too much system and procedures 
oriented approach, affecting speed of decision making. This affects the young 
talent specifically. It harms business interests as well as speed of response has 
assumed crucial role in today's dynamic world. 
• A sense of complacency arising out of past achievements, reducing learning 
orientation, especially at senior levels of the organizations. 
• Role ambiguity (due to lack of clear job descriptions) particularly at lower 
levels, resulting in dysfunctional conflicts. 
• PMS having low connect with individual development. Career / succession 
planning lack systematic and sustained focus. Companies are tolerant of average 
and non-performers. 
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• Gap in expectation and understanding between line managers and HRD 
managers. This acts as hurdle in smooth implementation of talent management 
processes in the organizations. 
• Nominations to training programs are often made on easy-to-spare basis rather 
than on need basis. Central data bank on training needs and competencies is not 
maintained. 
• A large portion of the work for completing procedural formalities was 
considered unproductive by high performers in the junior and middle 
management. The quitters also opined the same. 
• Pay revisions for executives is effected after a span of ten years. This is too long 
a period especially in today's volatile business environment. This acts as a key 
hurdle in attraction and retention of talent. 
Opportunities 
The oil sector continues to be an interesting and challenging area. Emerging 
opportunities in this sector could be leveraged for growth and developmnent. 
• Stowing down of economy, world-wide recession. limited employment 
opportunities and the forced job losses in private sector could be seen as an 
advantage for the PSUs. They could utilise this period to build bench strength. 
• Through diversification and expansion into related businesses, both within and 
outside India, oil PSUs can create many challenges for employees. Government 
focus on infrastructure development, non-conventional energy sources such as, 
bio fuels, fuel cells, solar and wind energy is another big opportunity for using 
innovative approach to develop specialists as well as generalist. These could be 
new growth areas for them. 
• Even in recessionary times, Indian markets are growing. The experienced and 
trained manpower could be gainfully engaged as a result. 
Threats 
Following threat perceptions have emerged out: 
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• Increasing clout of private sector with Government is tilting the balance in their 
favour, resulting in unfavourable business environment for PSUs. 
• Loss of talent to MNCs and private sector would decrease PSUs human capital. 
It will add to the strength of competitors. 
• "I'urbulent geo political situation affecting foreign contracts, thereby reducing 
probability of more foreign assignments for talented executives. 
• Uncertain crude oil prices affecting profitability, leading to low bonus and 
dividend payments to employees. 
• Availability of exportable surplus of petroleum products. In the Indian context, 
supply exceeds the demand. The problem is compounded because of falling 
demand in developed countries due to reduced economic activity. PSUs, 
therefore, may face stiff competition in the free market from Indian private 
sector as well of multinational companies. 
Talent retention strategies needs to be developed taking into account the SWOT 
analysis presented above. There is need to build upon the strengths of the organisation. 
The weaknesses have to be so negotiated that their scope of influence is curtailed. A 
strategy may have crystallised to remove weaknesses. Similarly, there is need to 
leverage opportunities in the environment by acting proactively and decisively. At the 
same time threats in the environment have to be addressed and countered for. 
The specific recommendations and action plan for attraction and retention of executive 
talents have been discussed in the next chapter. 
II 
I Chapter-6 Recommendations and Conclusion 
6.1 Overview 
The study attempted at understanding the talent management system ([MS) in oil 
sector public undertakings (PSUs). It attempted to ascertain the emplyees perception 
on this account. This understanding has become the basis of proposing suggestion for 
improving the existing TMS in the oi! PSUs, especially LOC. 
Findings of the study have been arrived at through literature survey, survey of 
executive, environmental scan and consequent SWOT analysis, The findings indicate 
that various dimensions of TMS (mean, 3.25) do exist in oil PSUs but at satisfactory 
to a moderate level only. All the six dimensions can be improved to very good or 
excellent level through appropriate managernent initiative and actions. Through this 
study, strong and weak areas of executive TMS have been identified in oil sector 
PSUs. The suggested action plans based on these findings have been elaborated in this 
chapter. 
6.1.1 Suggested Framework/ Model 
A five step framework)model is suggested for implementation of TMS in oil PSUs 
Step one, involves regular assessment of inventory of skills and talents of current 
employees in order to understand the gap behveen availability of talent and need of 
talent for current and future business of the organization. Through training and 
developmental initiatives, available talent needs to be refocused or retrained, for 
redeployment and effective utilisation. Future talent requirement would also become 
clear through this process. 
Next step involves recruitment of needed talent. This is to be done through a sound 
screening and hiring process by attracting the best prospects from appropriate sources. 
Third step deals with proper induction and nurturing of recruited talent so that they 
are equipped to make maximum contribution to the organization. 
Fourth step calls for organizational introspection and determining the root cause of 
attrition through HRD audit and other surveys. 
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Fifth step requires implementation of strategies to address root causes identified in 
step four. These actions shall help retain the nurtured talent. 
The above suggested framework/model can help oil PSUs plan and implement a 
sound talent management system. This would serve the interest of both the 
organization and the individuals. 
6.2.0 Attraction and Selection 
As noted in table 5.4, there is a decreasing trend in number of posts advertised verses 
number of applicants. In last three years this ratio has come down from 1:193 to 1: 96 
only. To add to this there was hardly any applicant from top institutes like IIMs and 
IlTs. The oil PSUs does not attract the country's best talent in many specialised areas. 
IOC recruited its last batches of 3-4 management graduates from IIMs in 2002 while 
in mid 1990's company used to recruit 12-13 IIM graduates. Most of them have 
already left. The situation is similar in BPCL and HPCL. However there was slight 
change now due to current recessionary trends world over (Bose, 2009). The analysis 
has indicated that for oil PSUs in addition to the inherent limitation of 
salary/compensation, the Government controlled prices had affected their 
profitability, which in turn has reduced the bonus and dividend payment to 
employees. However most crucial reason observed in respect of lesser applicants is 
the oil industry's unattractiveness, because of the very nature of job and operations in 
remote and difficult areas. Hence attracting quality talent at entry level is a serious 
issue for oil sector. In addition to this, overall quality of engineers and MBA 
graduates coming out from large number of institutes in India are not up to the mark. 
This fact has been brought out in their report by The National Accreditation 
Assessment Council (NAAC) (1994). 
6.2.1 Increase availability of talent 
Suitable selection can be done depending on the availability of quality talent for 
recruitment. Hence increasing availability of quality persons is a crucial issue for 
TMS. Executive survey brought out that oil PSU companies have acceptability, 
visibility and positive image in the country due to their large business network. It 
continued to be a challenging and exciting industry. 
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Besides improving pay/perks, employer brand and leadership brand, following three 
point key specific actions are recommended for increasing availability of talent for 
recruitment. 
9 Closer Industry-Academia Interaction 
• Collaborate with university/engineering/MBA colleges so that they can 
understand the need of industry and accordingly catering to those needs, by 
tailoring programs suitable for oil industry. 
• Increase donations to educational institutes and to nominate senior executives 
on the council of these institutes in order to influence orientation and 
relevancy of courses, and also to increase visibility and interactions. 
• Periodic academic renewal by oil executives by visiting as guest faculty in 
institutesluniversities teaching courses relevant to oil industry. 
• Sponsoring joint projects with students and professors from universities/ 
colleges. 
A Influence Student Community 
• Offer more summer internship, so that students or prospective employee could 
be influenced by the culture of oil sector organizations. 
• Offer scholarships at various levels and categories of students to generate a 
feeling of gratitude, so that she/he would like to join the organization in order 
to return that gratitude. It would improve the image of the company in society 
and educational fraternity in particular. 
• Have advertisements appear in TV channels or national newspapers to 
differentiate Oil PSUs as employer of choice, exhorting young talent to join 
oil PSUs for top quality job. Today even army has resorted to this strategy. 
➢ Diversify the sources 
As a practice the oil industry generally recruits engineers and MBAs at entry 
level. It may be advisable to recruit from general streams for varied functions in 
the industry that do not require technically qualified persons. This could increase 
many fold the availability of quality persons for recruitment. This would also 
ensure productive deployment of talent at entry level. Problems of under 
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employment (such as engineers in shifts or material function) have been indicated 
in the survey during this study. 
6.2.2 Improve Selection Process 
Selecting the right person is critical for effective talent management - be it new recruit 
or internal promotions. This is to be ensured that the hiring practices assess each 
applicant 's fit with the job and the culture of the company. There is a need to recruit 
only those applicants whose aspirations are in congruence with the companies' 
culture. Also there is a need to revisit employee selection practices to ensure that the 
organisation is hiring the right persons. This would be in the interest of both the 
candidate and the company. Technical competence is one part of the recruitment and 
retention. But cultural fit is equally crucial. Leadership experts agree that the reason 
why 50% new executives fail, is poor culture fit (Mills, 2009). Cultural fit is probably 
the best strategy for retention. This was also brought out in the study by Hewitt 
Associate (2002), where 81% of the respondent rated it as the top motivator. 
Following key actions are recommended for improvement in recruitment and 
selection process. 
• There is a need to have elaborate system of pre placement talks at various 
institutes and universities. The alumini of top institutes amongst company's 
employees may be deployed for presentation and discussion with students 
before recruitment/interview. HR personnel and line managers who are self 
driven and bright may be used for interaction with the students. The first 
impressions of prospective candidates are very important. 
• Identify and build profile of strong performers in the organization and recruit 
new people with that profile in mind (Madhu, 2007). 
• Put best executives with credible track record in selection committee. If 
mediocre people are put on selection board; there would be a higher probability 
of selection of mediocre candidates. Hence the constitution of selection board is 
very important. 
• Make recruitment faster and more transparent through use of web based resume 
upload and on-line selection & testing. 
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• Psychological testing component of the recruitment process gives wealth of 
information regarding new employee. This information should be retained and 
used even after the recruitment phase is over. 
• Management should also ensure alignment between the employment promises 
and reality, otherwise unmet expectations would lead to attrition. 
For improving talent management system in oil sectors PSUs following 
recommendations/ action plans are suggested on various dimensions and attributes, 
for attraction, development and retention of talent. 
6.3 Develop Attractive Pay and Compensation Structure 
Oil PSUs no longer attract the country's best talent in many specialised areas. The 
mean score on pay and compensation dimension has been perceived lowest (2.97) 
among all the six dimensions (Table 5.15) by various categories of officers. Also this 
was observed as one of main causes for attrition in exit interviews, top management 
concerns and open responses from present executives and quitters. The cost to 
company (CTC), for an entry level officer in oil sector PSUs, is not more than five 
lakh a year. Even after the revised package it would be slightly more than six lakh a 
year. In manager's grade it would be 8-8.5 lakh per year, with take home pay not 
more than forty to fifty thousand per month. What matters the most is purchasing 
power, not just CTC. 
The low ratings by junior (mean, 2.85) and middle management (mean, 2.91) 
indicated the intensity of their feeling on this account. The response of quitter (mean, 
2.90) on this dimension was quite on expected lines since MNCs and private sector 
paid much higher salaries in comparison to PSUs. This indicates a need for 
enhancement of the salary and compensation packages of junior and middle level 
executives. This has also emerged as one of the main reasons why many brilliant 
engineers and management graduates do not get attracted to oil PSUs. 
Salary revision after a gap of ten years and practically no annual increment in many of 
the cases was a strong de-motivator for PSUs as indicated by both quitters and present 
executives. This has generated a feeling that comparable professionals elsewhere are 
being valued more than them. These executives would leave the company as soon as 
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they get an appropriate opportunity. The three days strike by oil executives across the 
country in first week of January-09 is also a reflection of discontentment on this 
account. In oil sector, it is challenging to get the right people with right experience 
and knowledge. IOC could not select even single suitable candidate against its 
requirement of E&P managers and senior managers advertised in 2008. With this 
analysis it can be concluded that compensa'ion packages have to be pretty much 
comparable with those in private sector/ MNCs if PSUs intend to attract and retain the 
right kind of talent. Hewitt Associates (2004) has also established through their study 
of Best Employer that money offered indicated in a very tangible manner, that how 
much one's job was valued. 
Following are the suggested measures/actions to improve pay and compensation. 
• Frame compensation packages by conducting periodic market surveys for 
salaries to maintain parity with competitors. 
• Treat oil and gas sector differently for pay and perks from rest of the 
manufacturing sector (It is a global practice). Presently Department of Public 
Enterprises (DPE) fixes near uniform pay structure for the entire PSU sector at 
an interval of ten years. Government should allow the Board of Directors of oil 
PSUs to set or break the limit according to the market conditions. 
• Variable pay component linked to performance may be tried. The variable pay 
as percentage of basic salary should also vary with level and position in 
company, as per MNCs practice. This aspect was also established by M/s 
Hewitt Associate (2004) through a study of Best Employers. 
• Re-engineer the existing package to increase attractiveness across all levels. 
Since the need for employees keep changing with age and experience, a 
cafeteria approach may be adopted. Design the compensation structure in such a 
way so as to reduce the tax burden and improve purchasing power particularly 
for junior and middle level executives 
• Offer Employee Stock Option Plans (ESOP). There have been several studies 
that founded a positive co-relation between higher motivation & retention, and 
stock ownership by employees. Oil PSUs have brought out ESOPs only once in 
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mid 1990s. Executives who have joined after that did not have an opportunity in 
this respect. 
• (jive perks and salary of higher grade; if an officer is due for promotion, has 
good ratings but could not be considered for promotion, due to higher weightage 
to seniority and less number of posts. 
• Design separate compensation package and career path for specialist - at par 
with private sector/ MNCs. 
• Hire candidates on contractual basis through HR firms, so that substantially 
higher compensation could be offered to them. It may be noted that Government 
has salary restrictions for permanent employees. However, contractual 
employees are beyond this control. This route can particularly help attract the 
required talent at middle management level (Bose. 2009). 
It has become imperative for oil companies to find ways and means to compensate 
their employees better than any other company in the field. Oil PSUs operate in a high 
risk industry and have unattractive locations. For them, to retain and attract talent,. 
innovative methods as suggested above could help mitigate the problem. 
6.4 Enhance Company Image 
Oil companies have very good image as perceived by various category of executives. 
This factor received highest mean score of 3.82 (Table-5.15). Same was also noted 
during general interactions as well. These companies have stable and reasonably good 
leadership. It continues to be challenging and exciting industry with people from 
diverse back grounds. These companies have good internal controls and follow ethical 
practices. 
For enhancing the companies' present image from good to excellent, following 
actions are suggested based on interviews and other surveys. 
• Project and act as Green Company. Show higher concern both for the customer 
and the environment thereby further enhancing this image. 
• Develop employer brand based on plat-form of 'Career safely. Job security and 
National service 
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• Develop global competitiveness by use of latest technologies for better 
positioning ofcompany in global markets. 
• Reinvigorate culture by revisiting values, vision and mission. 
• Take up more social and patriotic activities by sponsoring events focussing on 
eradication of social evils such as child labour, child marriage, pulse polio, and 
helping society during natural calamities such as Floods, cyclone and earth 
quakes. 
• Improve front end interface with public i.e. to improve PR of sales force, LPG 
delivery boys and pump attendants. Create an image of Caring Company both 
through quality of product, services and employees across levels. 
Hence oil PSUs should continuously focus on sustaining and improving their market 
image, thereby removing tag of surrogates Government departments. 
6.5 Increase Scope for Growth and Development 
Current executives' perception on this TMS dimension has been moderate (mean, 
3.12). Quitters have indicated lack of career opportunities as major reason for their 
leaving the company. Attributes of mentoring culture and performance based 
promotions have been perceived low. This calls for specific focus. Also it was 
observed during literature survey that career growth has topped list of important 
factors that induce attrition. In 'Talent for war' research McKinsey & Company 
(2000), 69 percent of respondents cited insufficient career advancement opportunities 
as the main reason for changing jobs. 
Following are the suggested actions based on finding of this study for increasing 
scope for growth and development in PSU oil companies. 	 - 
• Have role analysis for developing role directory of critical attributes required 
for each role. 
• Stress on potential assessment through competency mapping to identify 
executives for strategic positions. Prepare performance- potential matrix across 
all grades. Posting, promotions, job rotation and succession plan should be 
integrated with this. 
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• Ensure systematic orientation of new recruits to build positive perception. 
Senior executives should be trained in art of coaching and mentoring. 
Mentoring should be one of the key performance indicators in PMS. 
• Empower and educate the executives in their relevant work area through 
delegation of authority, joint decision making, support for unintended failure, 
upgrading knowledge & skills, information sharing, joint goal setting, and 
participation in task force and special assignments. This would also resolve the 
issue of under employment. 
• Create flat structure and lean organization for faster decision making. Presently 
there are as many as I I grades below board level. Long hierarchy leads to 
bureaucratic approach. 
• Map individual training needs, develop a centralised data bank and design 
program inputs accordingly. Impart minimum trainings on managerial 
effectiveness to all executives. Keep continuous focus on training and 
development with changing business scenario. Make optimum use of training 
inputs by assigning appropriate job role and have a follow up study at place of 
work to judge how the class room learning are applied on the job. 
• Have regular career development discussions to keep employees committed and 
engaged. Avoid stagnation and provide room for growth both horizontally and 
vertically by redesigning the organizational structure. 
• Give the group of high potentials a challenging problem to solve in order to 
speed up their learning. It would allow them to strengthen cross — organizational 
relationship and engage in the sort of analysis, persuasion, and negotiations, 
essential for their success in the senior ranks (Berger, 2004). 
• Create generalist and specialist cadre of professionals, offering separate career 
paths and compensation packages. 
In `Talent for war' research McKinsey & Company (2000), observed enormous power 
of mentoring, more than 88 percent of respondents indicated that the experience 
motivated them to stay and do their best for the company. 
Training and development aspect is extremely important, as oil PSUs have backlog of 
those people, who would not have selected in open competition. They require a bit 
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extra effort through training to compete and go up the ladder (Gauba. 2009). 
Employees want to acquire knowledge, skills and experience that could make him 
employable. Therefore, unlike in the past, challenge before the HR professionals 
would be to recruit people for specific job-positions with clear job descriptions and 
associated responsibility, accountability and rewards. 
People are capable of growth when provided with a conducive envitionment and 
practices that facilitate growth. Create mix team of high potential and experienced 
senior managers in order to transfer knowledge from one generation to other. There is 
a need to develop people both with technical and business knowledge. Management 
development is basically a line- job, it mostly takes place on the job, by involving 
both the individual and his supervisor. 
6.6 Redesign Reward and Recognition Practices 
Rewards and recognition are considered as the tools to keep people motivated. Money 
is important, but there are other things that motivates executives. The need for 
acknowledging performers is as great as pinpointing those who do not deliver. While 
it hurts to miss a promotion, receive less incentive, not being nominated for overseas 
training or not selected for challenging posting, it is completely de-motivating and 
devastating for the performers to experience non-performers getting rewarded 
unjustly (Agrawal & Roy, 2009). Reward and recognition schemes alongside 
acknowledging individuals, it should lead to better team work. 
During this survey reward and recognition dimension has been perceived as 
satisfactory to moderate level in oil sector PSUs with a mean score of 3.06 (Table 
5.15). This implied that there is a good scope for overall improvement. This is 
particularly so on attribute foreign assignment and trainings (mean, 2.55). Lot of 
subjectivity has been hinted and fairness of system has been questioned particularly 
by the junior and middle level managers signifying lower satisfaction in this group of 
officers. 
Following actions are suggested for redesign of reward and recognition system. 
• Evolve a system of rewards that promote accountability, motivation and 
performance improvement by studying the reward and recognition system of 
Best Employers in India and abroad. 
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• Launch formal schemes for recognizing performances beyond normal call of 
duty and to encourage high level of efforts. 
• Create more opportunities for foreign assignment and foreign trainings by 
expanding operations in global arena. 
• Reward and recognition schemes should also include compensation based on 
skill building, use of new skills, anu demonstration of self (continuous) learning 
particularly for junior and middle level managers. Use rewards as differentiating 
tools for recognising performance (Hewitt Associates, 2007). 
• Adopt peer evaluation as sub-system of employee evaluation to make the 
reward and recognition system more fair and acceptable. 
• Give due publicity and compliments particularly by top management in 
meetings or during special occasions on achieving excellent target. This would 
further encourage contributions from employees. 
• Improve communication and transparency in reward and recognition measures 
in order to increase executives' interest and trust through proper display of 
criteria, evaluation process and results. 
• Implement more non financial rewards for individuals such as career 
enhancement opportunities, international assignments, accelerated promotion, 
holidays with familN. 
• On the issue of perceived lack of equity in reward system, it is necessary that 
reward should be given timely and selection committee members have a fair 
and credible image among employees. Also the score card of employees 
qualifying for the award should be made available on company's Intranet for 
better transparency and wider publicity. 
Research conducted by Gallup Organization (1999) observed that employee's 
motivation and engagement are strongly affected by how often they receive 
recognition for their work. Recognition can also be in the form of small things such as 
sending a sincere thank you note, issuing a memo praising performance, or taking a 
moment in meetings to highlight their actions or putting photos along-with 
achievement on `Monthly/Weekly Achievers Board' displayed at a conspicuous 
location in office and colony. 
6.7 Enhance Quality of Life 
Executives indicated a mean score of 3.46 i.e. moderate to good on quality of life in 
oil sector PSUs. This was also true in the sense these companies were generally cash 
rich and some of them were MNCs prior to nationalization. Hence providing good 
facilities at work places was part of their culture. But at remote locations sometimes 
these facilities were lacking. However the transfers and postings (mean, 2.69) 
affecting children education emerged as the most contentious issue. Job security 
attribute (mean, 4.31) has been rated as the highest but this should not lead to 
complacency. Suggested actions based on analysis during this study for improving 
quality of life in oil PSUs are the following: 
• Introduce consultation process in transfer and posting, so that children's 
education is not affected and dependent parents are not put to inconvenience. 
Purpose of transfers to hardship locations should be in line with appropriate 
career path models that are convincing enough to the incumbent. 
• Educate family members on what their loved ones do at work and how 
important they are to the organisalion. Family members should also be invited to 
the office premises during any award giving or special ceremony to get a feel of 
where their loved ones work. 
• Implement flexi schedules and job sharing to meet special requirements of 
employees. These would be needed by those employees completing their study 
through evening classes or need to rake care of children with special needs etc. 
By denying such flexibility there is a risk of losing talent (Ellen, Lee & Hall, 
2007). 
• 1-lave installation or offices within the supply zones of la/cm, this particularly 
would help in retaining women executives. 
• To instil a sense of belongingness in the minds of the executives and their 
family, allow dependent parents' medical reimbursement and other facilities, 
even if they stay in the home town, away from the place of posting of the 
executives. Helping employees in their difficult times would create higher sense 
ofbclongingness. 
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• Assist in forming of social groups outside the work place. It will go a long way 
in nurturing social bonds among the employees and community. It would help 
increasing their social status. 
• Put all leave and travel related information online for updated status of travel 
logistics. This would improve efficiency and increase employee satisfaction. 
• Avoid very long tours and extended working hours duty for the executives. As 
it can cause strain in employees' home life due to long absence. By developing 
important work values and humanising it would lead to better work environment 
there by helping in employee retention. 
• Provide role and job clarity. Lack of role clarity has been causing worry for 
most the people at work. The airn should be to have both physical and mental 
retention. 
• Extend same medical benefits even after retirement, as received during service. 
Measures for employees' well being such as health, safety, good services and 
facilities, are relevant and important for good work environment. Providing exciting 
work and support mechanism help retain the talent (B.T. & A.T. Kearney, 2005). 
Response to personal human problems should be fast, if these are postponed 
indefinitely for better time to solve, it will create discontentment and attrition. 
6.8 Redesign Performance Management(PMS) 
Almost all the respondents have indicated a need for a fair and transparent PMS. The 
PMS process in oil PSUs have been rated as moderate by the executives with a mean 
score of 3.10. Majority has not considered PMS a key business process to improve 
results and emphasis on regular feedback & counselling is perceived low in these 
organizations. 
People having potentials. who can become high performers, need to be identified at an 
early stage. If companies introduce incentives, but lack an effective performance 
management system to measure and reward, then it would be a cause of heart burning. 
Suggested actions based on this study for redesigning performance management 
system are the following: 
131 
• Have a PMS that is more practical, easily understood and applicable to the 
nature ofjob. It should take in to account the factors of multi-location and multi 
reporting situations. 
• Have 360 degree feed-back to judge individual's behaviour and performance. 
• Introduce consistent succession planning. It is important for performance 
improvement and retention. 
• Use critical diaries (history in e-PMS) for noting down critical incidents on task 
performance and other attributes of appraisee as and when these occur. Link 
performance review with development. 
• Managers should communicate and counsel individuals to understand the 
reasons, why his performance was rated the way it was. There should be 
differential disincentive for non performers such as no bonus, higher interest on 
loans, stoppage of increment etc. 
• Make achievement of Key Performance Areas (KPA) and identified 
competencies as the basis for promotion, placement, transfer and training need 
identification thereby helping in improvement of key business results. 
• PMS should be objective enough in order to clearly identify competencies and 
potential for planning succession and development. Assessment centres by 
consultants and higher use of e processes can help achieve this. 
There should be consistency and durability in evaluation criteria. The adhoc approach 
to PMS can hamper motivation. It causes talented employees to leave the company. 
Accountability on performance evaluation issues should be enforced to reduce biases 
as perceived by many respondents. Employees should believe that the practices are 
objective, fair, and applied uniformly to all employees (Pareek, 1997). Continued 
focus of CEO is required for implementing a sound talent management system. 
By using this study as a vehicle, oil PSUs can prioritise their action plans based on 
their specific requirements. It is suggested that first they should implement TMS 
program at one unit or region. As the program develops, the purpose become sharper 
and the methodology get refined, later extend this to other units of the organization. It 
is recommended that the purpose, direction and overall strategy of TMS should be 
long-term. However the approach can be experimental. 
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Chapter-7 Key Findings, Recommendations and Future Directions 
7.1 Overview of findings 
The study brought out that the talent management system is only satisfactory 
to moderate leve] in public sector undertakings of oil industry in India. (here 
is large scope For improvement in all the six dimensions particularly pay & 
compensation structure, scope for growth & development, reward & 
recognition, and performance management. 
D There is a decreasing trend in number of applicants for posts in PSU oil 
companies mainly because of oil industries unattractiveness in term of 
locations, risk involved, Government controls on prices and pay structure. 
Lack of interaction has been observed between oil industry and the academia. 
Oil PSUs need to help and collaborate with various institutes/colleges in order 
to increase availability of quality candidates for recruitment. 
A Across hierarchical levels it was observed that perception of junior 
management and quitters was the lowest in respect of talent management 
system particularly on dimensions of pay & compensation, scope for growth & 
development, quality of life. and performance management. 
> Difference in perceptions on many attributes were also observed across 
various age groups particularly among lower & middle age group, and those 
above 45 years particularly in area of pay & compensation, scope for growth 
& development, reward & recognition, quality of life and performance 
management. 
➢ The study also revealed differences among executives with varying length of 
service. Those with length of service up to 20 years and those with service 
more than 20 years, in areas of pay & compensation, scope for growth and 
development, reward and recognition, quality of life and performance 
management. 
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r However no significant differences were observed between engineering and 
service functions except negligible differences on some individual attributes. 
:- It has emerged that attributes viz competency mapping, foreign training/ 
assignment, market competitive salary, mentoring culture, choice place of 
posting, on-going feedback & counselling have been perceived low by all 
executives. Quitters have indicated lesser scope for growth, posting & 
promotion policy, and pay & compensation as the three main reasons for 
leaving the oil PSUs. 
The study establishes the need to pay more focus and attention for improving 
the talent management system in this core energy sector by restructuring the 
pay and compensation package to make it market competitive. There is a need 
to increase transparency in performance evaluation by greater use of e-
processes. Also higher focus on growth & development of the executives is to 
be explored by expanding operations in India or abroad. This study has clearly 
brought out that higher attention is required for lower age groups and 
particularly the junior management cadre, incidentally highest rate of attrition 
is observed in this category. 
For implementation of TMS, the oil PSUs can adept suggested five step 
framework i.e. assess talent gap, retrain/redeploy/recruit, induct/nurture, HRD 
audit and then action plan to address root causes of attrition. 
Major findings of the study and suggested action plans are summarised and presented 
in table 7.1. 
134 
Table- 7.1: Summary Findings and Recommendations 
"I MS 	 ti1ajor findings 	 Recommendations 
C)imcnsion 
Pay and Rated lowest. Key cause of concern on Conduct survey to redesign pay package to make it 
Compensation attributes market competitive salary, wealth market competitive package. 
creation opportunity and compensation - 	Increase non-financial component. 
based on performance. - 	Introduce variable pay based on performance and 
Junior management group, middle age grade. 
group and quitters rated it lowest, - 	Resort to contractual employment at managerial level. 
Great Company Rated 	highest, 	only 	quitters 	rated - 	Project image of 'Green Company, Caring Company'. 
satisfactory 	on 	attributes 	of 	strong - 	Create employer brand of 'Career safety. Job security 
performance culture and well managed and National service'. 
company. - 	Reinvigorate culture by revisiting values, vision and 
mission. 
Scope for Rated moderate, key concern indicated on - 	Prepare performance- potential matrix across all 
Growth and attributes mentoring culture, performance grades. 
Development, based promotions and career advancement - 	Develop role directory of critical attributes. 
opportunities. - 	Mentoring to be key performance indicators in PMS. 
- 	Create central data bank of training needs. 
New recruits, junior managers, quitters and - 	Create generalist and specialist cadre of professionals. 
also middle age group have perceived these Diversify in to new energy areas for growth. 
attributes as low_ 
Reward and Moderate presence is perceived, weaker - 	Study the reward and recognition system of 'Top 
Recognition areas emerged fair reward system and Companies' in India and abroad to redesign existing 
practices foreign training & assignment. schemes. 
- 	Create more opportunities for foreign assignment and 
Middle age group and junior management trainings. 
haves rated these aspects as low. - 	Introduce rewards based on skill building, use of new 
skills, and demonstration of self (continuous) learning. 
- 	Display criteria, evaluation process and results on 
company intranet to reduce perception of bias. 
Quality of life Rated as moderate to good. Key concern Introduce consultation process in transfer and posting. 
shown on attribute choice place of posting - 	Implement flexi schedules and job sharing. 
by junior managers and lower age groups. Have offices within the supply zones of talent 
Quitters 	have 	differed 	on 	attribute - 	Put all leave and travel related information online. 
reasonable work places and rated it low. - 	Avoid very long tours and extended working hours. 
- 	Extend same medical benefits even after retirement. 
Performance Moderate presence. Key area of concern - 	Easily understood and applicable to the nature of job. 
Management lack of ongoing feedback & counselling and - 	Introduce consistent succession planning. 
System PMS key business process. - 	Communicate and counsel on regular basis 
particularly with junior management. 
Junior 	management, 	quitters 	and 	even - 	Identify competencies gaps for planning development. 
executives with 10 to 20 years of service Assessment centres by consultants and higher use of e- 
have perceived these as low, processes to improve perception of fairness. 
Others Industry attractiveness observed low as - 	Closure industry-academia interaction. 
lesser candidates are applying for oil PSU - 	Influence student's community by offering 
jobs. scholarship, internship, advertisement and sponsoring 
events. 
Diversify sources for recruitment. 
In addition to qualification, ensure cultural fit. 
Use e-process for speed and transparency. 
135 
7.2 Scope for Further Study 
I. The outcome of this study is particularly focussed on oil PSUs in India and 
specifically on IOC, but in general it can be applied to other PSUs in India and 
abroad. However, this research study has substantial scope of extension — both 
in terms of breadth as well as depth. 
2. Breadth wise it can include several other groups such as non executives and 
women employees. Similar study could be conducted across all Navratnas and 
Miniratna PSUs. Also a study of talent management system can be attempted 
across successful private companies & MNCs in India such as Infosys, 
Reliance, P&G. SBI, HDI=C bank, Wipro, Tata Steel, L&T. Another 
interesting field can be the co-operative sector. 
3. Depth wise a full HRD audit can be conducted as suggested by TV Rao and 
Udai Pareek to know the functioning of various human resource development 
processes in the organization. Since talent management system is only one part 
of whole HRD system. 
4. Every study of this nature has a link to the series of studies which are carried 
out by other researchers from time to time. As revealed from the analysis of 
this study, the most critical factors for attraction and retention of high 
performers in oil PSUs are `Pay & compensation', `Scope for growth & 
development' and `Reward & recognition practices' of the organizations. A 
detailed study can be taken on individual dimensions of talent management 
system such as redesigning of pay & compensation, training & development, 
succession planning, reward & recognition systems and performance 
management to add value dimensions in forming the talent management 
system for public sector oil industry. 
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Dear Sir / Madam, 
Sub; Research Survey Talent Management 
I am pursuing research on "Management of Executive Talent in Public Sector Undertakings in Oil 
industry with special reference to Indian Oil Corporation" as part of thesis work for Ph.D (Business 
Administration) front Faculty of Manascment Studies & Research Aligarh Muslim University, Aligarh. A 
live organizational problem has been chosen for study. 
In this connection, I have prepared a questionnaire, which is enclosed herewith for your valued response. 
I shall be thankful, if you could kindly spare some time to give your response against each question and 
send the same to me by return mail at the address / email mentioned below. 
You may Fill up the questionnaire, as per the instructions provided in respective sections. It will help one 
in anthyzing the factors and to suggest measures to make it more meaningful and beneficial for the 
organizations in attracting and retaining talent. 
Your responses will be kept completely confidential and no individual will be identified while 
reporting the results. Your responses will be aggregated and analyzed in order to find various statistical 
parameters and general trends, correlations etc. 
Please note that it is an academic assignment. Your response will go a long way, to put forward 
recommendations to the companies. In order to draw meaningful inferences, kindly give your free, bank 
and thoughtful response. 	 - 
I have time constraint and therefore it's a sincere request to you, to please send me your feedback within a 
week, this will help in expeditious completion of my thesis work. 
Looking for your active co-operation and prompt response. 
Thanking you in advance, 
Sincerely Yours, 
(ED Yadav) 
DGM(T&D), PL-HO 
Mailing Address : 
BD Yadav, DGM(T&D) 
IndianOil Bhavan, 
A-1, Udyog Marg, 
Sector-F, NOIDA 
Email: yadavbdl@iocl.co.in 
Page 1 of 2 
Questionnaire-I 
You may strongly agree to some of the statements and strongly disagree to some, or your opinion 
regarding factors for joining the organization, may fall in between. For the convenience of statistical 
analysis, I have used it 5 ( five ) point scale. Kindly put a tick ( 	) mark on the choice which 
represents your opinion. 
1=Not at all true, 2 =Not true, 3= Somewhat true, 4=Mostly true, 5= Very much true 
A. Pay and compensation. 
1 2 3 4 5 
a Market competitive salary 
b Substantial wealth creation opportunity 
c Good retirement benefits 
d Compensation is based on performance and potential 
e Excellent perquisites 
B. Great company 
1 2 3 4 5 
a Company is wl1 managed b capable leaders 
b People are with diverse backgrounds 
c 
d 
e 
Excitingand interesting industry  
Company has a strong erformance culture 
Company's high reputation in society 
C. Sco a for growth and development 
1 2 3 4 5 
a High career advancement opportunities 
b Culture of mentoring and coaching of juniors 
c Fast promotion for high performers 
d On- going training is for development and growth. 
e Competency mapping is used to identify competency gafls. 
D. Reward and recognition practices 
1 2 3 4 5 
a Talented employees are recognized for contribution 
b Opportunities given for foreign assignments 
c Employees are encouraged to innovate 
d Rewards are based on a fair and transparent system 
e Individual contributions are rewarded 
ualitv of life 
1 2 3 4 5 
a Interesting and challenging work 
b Can meet my ersonal commitment 
c Choice for place of posting to meet family commitment 
d Reasonable work places. 
e Long term commitment to me (Job Security) 
Please write any other comments or suggestions - 
E. 
Page 2 of 2 
Ucar Sir 1 Madam, 
Sub: Research Survey on Talent Management. 
I am pursuing research on "Management of Executive Talent in Public Sector Undertakings 
in Oil industry with special reference to Indian Oil Corporation" as part of thesis work for Ph.D 
(Business Administration) from Faculty of Management Studies & Research Aligarh Muslim 
University, Aligarh. A live organizational problem has been chosen for study. 
In this connection, I have prepared a questionnaire, wlrich is enclosed herewith for your valued 
response regarding current status of talent management in your organization. I shall be thankful, 
if you could kindly spare some time to give your response against each question and send the 
same to me by return mail at the address / email mentioned below. 
You may fill up the questionnaire, as per the instructions provided in respective sections. It will 
help me in analyzing the factors and to suggest measures to make it more meaningful and 
beneficial for the organizations in attracting, developing and retaining talent. 
Your responses will be kept completely confidential and no individual will be identified 
while reporting the results. Your responses will be aggregated and analyzed in order to find 
various statistical parameters and general trends, correlations cle. 
Please note that it is an academic assignment. Your response will go a long way, to put forward 
reconvnendation% to the companies. In order to draw meaningful inferences, kindly give, your 
free, frank and thoughtful response. 
I have time constraint and therefore it's a sincere request to you, to please send me your feedback 
within a week, this will help in expeditious completion of my thesis work. 
Looking for your active co-operation and prompt response. 
Thanking you in advance, 
Sincerely Yours, 
( BD Yadav ) 
DGM(T&D), PIrHO 
Mailing Address: 
RD Yaday.  , DGM(T&D) 
IndianOil Bhavan , 
A-1, UdyogMarg, 
Sector-1, NOIUA 
Email: yadavbdl@iocl.co.in 
Page 1 of 4 
Questionnaire-II for Executives 
GENERAL 
How to complete this questionnaire 
Please follow the instructions provided in respective sections, which are enclosed herewith and 
fill up the questionnaire in line with the same. Kindly ensure that, you have responded to all the 
questions 
About Yourself 
This section asks for some details on yourself, which will help us classify your answer. 
1. Name (Optional) 
2. Designation (Optional) 	 ...................................................... 
3. Grade 	 A/ B/ C/ D/ E/ F/G/H 
4. Organization 	IOC / BPCL / HPCL / GAIL / ONGC/OIL/CPCL/BRPL 
5. Years of Service 	 ...........................I....................... 
6. Age as on 31.12.2008 
7. Function 	 Engineering / Services 
8. Male/Female 	 Male/Female 
Page 2 of 4 
A. Pay and compensation. 
12 3 4 5 
a Market competitive salary 
b Substantial wealth creation opportunity 
c Good retirement benefits. 
d Compensation is based on performance and potential 
e Excellent perquisites  _ 
Questionnaire-II 
You may please give your frank responses as you feel. appropriate as per Your 
perception, and rich experience. 
You may consider some the statements as very much true and others not at all trite, or your 
opinion may fall in between, regarding current status of Talent Management in your 
organization. For the convenience of statistical analysis, I have used a 5 (five) point scale. 
Kindly put a tick ( -4) mark on the choice which represents your opinion. 
1=Not at all true, 2 =Not true, 3= Somewhat true, 4=Mostly true, 5= Very much true 
B. Great company 
1 2 	3 4 5 
a Companyy is well managed by capable leaders 
b People are with diverse back rounds 
c Exciting and interesting industry 
d Company has a strong performance culture 
e Company's high reputation in society 
C. Scope for frowth and develo ment 
1 2 3 4 5 
a High career advancement opportunities 
b Culture of mentôring and coaching of juniors 
c Fast promotion for high performers 
d Training program are conducted for development and growth 
e Competency mapping is used to identify competency gaps. 
Page 3 of 4 
D. Reward and recognition Jiractices  in the organization 
a Talented employees are recognized for contribution 
1 2 3 4 5 
b Opportunities given for foreign assignments 
c Employees are encouraged to innovate 
d Rewards are based on a fair and transparent system 
e Individual contributions are rewarded 
1=Not at all true, 2 =Not true, 3= Some what true, 4=Mostly true, 5= Very much true 
E Quality of life 
1 2 3 4 5 
a Work is interesting and challenging 
b Can meet personal commitment 
c Choice for place of posting to meet family commitment 
d Reasonable work places 
e Long term commitment to me (Job Security). 
F. Performance management (PMS) 
12 3 4 5 
a Yields good ideas for development and growth 
b Emphasis on ongoing feedback and meaningful conversations 
rather 	than 	filling 	out 	forms 	for calculating 	ratings 	for 
bonus/ promotions 
c A key business process to improve results rather than a task 
that need to be completed by a specific date. 
d Effectively practicized across the organization 
e Strengthening talent pool is a crucial part of line mangers job 
Please write any other comments or suggestions - 
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Dear Sir 1 Madam, 
Sub: Research Survey on Talent Management. 
I am pursuing research on "Management of Executive Talent in Public Sector Undertakings 
in Oil industry with special reference to Indian Oil Corporation" as part of thesis work for Ph.D 
(Business Administration) from Faculty of Management Studies & Research Aligarh Muslim 
University, Aligarh. A live organizational problem has been chosen for study. 
In this connection, I have prepared a questionnaire, which is enclosed herewith for your valued 
response regarding past status of talent management in your former organization. I shall be 
thankful, if you could kindly spare some time to give your response against each question and 
send the same to me by return mail at the address I email mentioned below. 
You may fill up the questionnaire, as per the instructions provided in respective sections. It will 
help me in analyzing the factors and to suggest measures to make it more meaningful and 
beneficial for the organizations in attracting, developing and retaining talent. 
Your responses will be kept completely confidential and no individual will be identified 
while reporting the results. Your responses will be aggregated and analyzed in order to find 
various statistical parameters and general trends, correlations etc. 
Please note that it is an academic assignment. Your response will go a long way, to put forward 
recommendations to the companies. In order to draw meaningful inferences, kindly give your 
free, frank and thoughtful response. 
I have time constraint and therefore it's a sincere request to you, to please send me your feedback 
within a week, this will help in expeditious completion of my thesis work. 
Looking for your active co-operation and prompt response. 
Thanking you in advance, 
Sincerely Yours, 
( BD Yadav ) 
DGM(T&D), PL-HO 
Mailing Address : 
131) Yadav , DGM(T&D) 
IndianOil Bhauan , 
A-I, Udyog Marg, 
Sector-1, NOI D A 
Email• yadavbd I @ioc(.co.in 
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Questionnaire (III) to former executives 
(Who has quit) 
GENERAL 
About Yourself 
This section asks for some details on yourself, which will help us classify your answer. 
1. Name (optional) 
2. Present Designation 
3. Name of the Oil PSU you have 
worked for 
4. Name of the company you 
are currently working with 
(optional) 
5. Left Oil PSU in the year and grade ...................................................... 
6. Joining year in Oil PSU 
7. Age as on 31.12.2008 
8. Function 	 Engineering/ Services 
9. Male/Female 	 Male/Female 
Page 2 of 4 
C. Scope for rowth and development 
1 2 3 4 5 
a High career advancement opportunities were there 
b Culture of mentoring and coaching of juniors was there 
c High performers were promoted fast 
d Training program were conducted for development and 
growth 
e Competency mapping was used to identify competency gaps 
for development. 
Questionnaire-III 
You may please give your frank responses as you feel appropriate as per your 
perception regarding the OIL PSU, your former organization. 
You may consider some the statements as very much true and others not at all true, or your 
opinion may fall in between, regarding past status of talent management in your former 
organization. For the convenience of statistical analysis, I have used a 5 (five) point scale. 
Kindly put a tick ('J) or put some other mark, on the choice which represents your 
opinion. 
1=Not at all true, 2 =Not true, 3= Somewhat true, 4=Mostly true, 5= Very much true 
A. Pav and compensation. 
1 2 3 4 5 
a Salary was market competitive 
b Substantial wealth creation opportunity was there 
c Retirement benefits were very good 
d Compensation was based on performance and potential 
e Perquisites were excellent 
B. Great company 
1 2 3 4 5 
a Company was well managed by capable leaders 
b People were with diverse backgrounds 
c It was exciting and interesting industry 
d Company had a strong erformance culture 
e Company had a high reputation in society 
Page 3 of 4 
D. Reward and recognition practices in the organization 
1 2 3 4 5 
a Talented employees were recognized for contribution - = 
b Opportunity was given for foreign assignments 
Employees were encouraged to innovate c 
d Rewards were based on a fair and transparent system 
e Individual contribution were rewarded 
1=Not at all true, 2 =Not true, 3= Somewhat true, 4=Mostly true, 5= Very much true 
E Quality of life 
1 2 3 4 5 
a Work was interesting and challenging  
b Could meet personal commitment 
c Choice given for place of posting to meet family commitment 
d Work places were reasonable 
e Long term commitment was there (Job Security). 
F Performance manamement (PMS) 
12 3 4 5 
a PMS yielded good ideas for development and growth 
b Emphasis 	was 	on 	ongoing 	feedback 	and 	meaningful 
performance conversations rather than filling out forms for 
calculating ratings for bonus/ promotions 
c PMS was a key business process to improve results rather 
than a task that need to be completed by a specific date. 
d It was effectively 	 racticized across the organization 
e Strengthening talent pool was a crucial part of line manger's 
job 
Question: 1. Are there any aspects in your CURRENT job /company that are 
superior to what OIL PSU offered? If so, kindly specify? 
Question: 2. Given the appropriate opportunity will you wish to 
return for re-employment? 
Questionnaire-IV 
Dear Sir / Madam, 
Sub : Research Survey on Talent Management. 
I am pursuing research on "Management of Executive Talent in Public Sector 
Undertakings in Oil industry with special reference to Indian Oil Corporation" as part 
of thesis work for Ph.D (Busi.iess Administration) from Faculty of Management Studies 
& Research Aligarh Muslim University, Aligarh. A live organizational problem has been 
chosen for study. 
In this connection, I have prepared an interview questionnaire, which is enclosed 
herewith. Being an industry leader, your valued vision and experienced views on talent 
management are sought. I shall be thankful, if you could kindly spare 15 minutes of your 
valuable time, as per your convenience for a personal interview. It will help me in 
analyzing the factors, and to suggest measures to make it more meaningful and beneficial 
for oil PSUs in attracting, developing and retaining talent. 
Please note that it is an academic assignment, your responses will be kept completely 
confidential and no individual will be identified while reporting the results. In order 
to draw meaningful inferences, kindly give your free, frank and thoughtful response. 
An early confirmation will help in expeditious completion of my thesis work. 
With best of regards 
Sincerely Yours, 
( BD Yadav ) 
DGM(T&D), PL-IIO 
Mailing Address: 
BD Yadav , DGM('I'&D) 
IndianOil Bhavan, 
A-1, Udyog Marg, 
Sector-1, NOI DA 
Email: yadavbd I (&iocl.co.in 
Questionnaire-IV 
1. Your organization is considered as a great company. What are the factors 
those have contributed to this?. How can the company's brand be futher 
improved for attracting and retaining talent? 
2. How to increase availability of quality people at entry level? How to attract 
more talent to oil industry at various level? 
3. In order to attract and retain talent, what modification in compensation 
structure would you suggest? 
4. How does company take care of growth and development of the executives 
across the grades? In what way company ensures transparency in 
promotions and succession planning? 
5. Remote location transfers are an issue. How does company address this 
important issue of work life balances to attract & retain talent? 
6. Do you consider the reward and recognition system in the organization is 
effective to attract and retain talent? What are the steps being taken for 
further enriching the system? 
7. What are the strong points of performance management system in the 
organization for nurturing and retaining the talent? What are the further 
improvements planned in this area? 
8. High potential and high performance segment of executives, contributes 
maximum to the business of organization. Are they identified at all levels? 
How can the issues of under employment and under performers be dealt 
with? 
9. Whether SWOT analysis of talent management strategies and activities is 
carried out? In your opinion, what are the most significant reasons of 
attrition? What steps can be planned to retain the best talent in the 
organization? 
